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INTRODUCTION

Modern processes of globalization of world economic development do not
bypass Ukraine, which is gradually integrating into the international economy. The
main subject of modern international economic relations is the enterprise as a key link
in the market economy. The company's entry into foreign markets contributes to the
adaptation of the economy to the system of world economic relations, the formation
of an open economy. That is why the development of foreign economic activity of
enterprises is an essential factor in improving the efficiency of economic activity both
at the level of microeconomics and on the scale of the entire national economy.

Foreign economic activity has always been and remains an important
component of the social development of Ukraine, despite changes in the political
situation, the economic situation and the legal environment of the country.

Its role has been growing ever since the independence of the Ukrainian state, which
Is trying to take its rightful place in international economic integration processes.
Under such conditions, the entry of each country into the next millennium requires the
implementation of appropriate political, economic and social reforms, which will
become the key to fruitful cooperation on an international scale in the future.

A new stage of entry into the world economy requires significant efforts both from
individual enterprises and from the state as a whole, which, ultimately, will determine
not only the dynamics of foreign trade, but, above all, the possibility of further
economic and social development of the state as an organic subsystem of the world
economy. economy.

Many unfortunate miscalculations have been made on the way of Ukraine's
integration into European and international structures. Without a doubt, there are
objective reasons for this, but one thing - the lack, especially in the regions, of highly
qualified specialists in foreign economic activity hinders our country's progress
towards a civilized community.

Recently, this problem has been quite noticeable, which is explained by the new
market requirements for professional specialization and experience in managing

foreign economic activity in modern conditions. Entering foreign markets is a natural



stage in the development of a Ukrainian enterprise aimed at sustainable development.
If you believe that your products and services are of competitive quality and plan to
enter a new market, you need to fully plan your entry into foreign markets at all stages.
An effective analysis will allow you to level the risks of lack of demand, unforeseen
costs and take into account all the local features of doing business. In addition, you
will optimize terms, find reliable partners and get analytical support at all stages of
entering the market.

Any company at least once in its entire existence is required to recruit
employees to its staff. And given that the concept of "staff turnover” is found in all
areas of activity, the search for personnel has to be dealt with almost constantly.
Recruiting is the search for personnel, but already professional, and therefore more
effective.

In simple words, if a specially trained person is recruiting, he will quickly find
the right candidate. The right one, because the recruiting manager needs not only to
find a person who needs a job, but also to assess the professional qualities of the future
employee, to make a conclusion whether he is suitable for the vacant position. This is
what distinguishes recruiting from just looking for people to work. Also, this specialist
can form a personnel reserve.

This is a mutually beneficial process. For the search for a candidate, the
recruiting company receives payment, the company receives a new specialist, and the
employee receives a new job. And recruiting can provide that.

The object of the final qualifying paper is the organizational and economic
process of management of foreign economic activity at the enterprise level. The
subject of the final qualifying paper is the mechanism of export operations of the
enterprise.

The purpose of the final qualifying paper: to propose and show the economic
effect of implementing the improvement of entering of domestic small businesses into
the markets of the countries of Persian Gulf. According to the purpose the main tasks

of work are:



- to investigate the activities of «WorkEmirates» LLC in the implementation

of foreign economic activity;

- assess the production and economic activities and financial condition of

«WorkEmirates» LLC;

- to analyze trends in the market;

- to study of the process of delivery of goods in international traffic;

- to develop measures to increase the efficiency of international entering of

domestic small businesses into the markets of the countries of Persian Gulf

Research methodology: methods of observation (to collect initial information
for analysis), analysis of financial indicators, analysis of efficiency and profitability
of exports, analysis of the company's export obligations, statistical methods, analysis
of existing risk management system, risk assessment analysis, expert survey methods
(for risk identification and assessment), scenario modeling, graphical method (for
graphical display of the obtained data).

The scientific novelty of the obtained results is the development of measures
to optimize the organization of foreign economic activity of «WorkEmirates» LLC
and their economic justification.

The practical significance of the obtained results of the final qualification work
is that the proposed measures to optimize the organization of foreign economic activity
can be used in the practical activities of «WorkEmirates» LLC.

Structure and scope of final qualifying work. The work consists of an
introduction, three chapters, conclusions and suggestions, a list of sources used with
30 titles, 9 appendices. Materials of the work contain 12 figures and 8 tables. The total

volume of the work is 61 pages, the main part - 50 pages.



CHAPTER 1. GENERAL ANALYSIS OF THE MANAGEMENT SYSTEM
OF FOREIGN ECONOMIC ACTIVITY OF «\WORKEMIRATES» LLC
1.1. The analysis of financial and economic indicators of

«WorkEmirates» LLC

Foreign economic activity is associated with the conduct of business operations by
various economic entities in foreign markets. The Law of Ukraine "On Foreign
Economic Activity" [1, art. 1] states that: "The foreign economic activity of business
entities of Ukraine and foreign business entities is based on relationships both on the
territory of Ukraine and abroad." Therefore, it is obvious that foreign economic
activity includes two types of business transactions: transactions of Ukrainian
economic entities outside Ukraine and foreign economic entities from different
countries in Ukraine.

The importance of foreign economic activity in the development of all countries,
including Ukraine, is constantly growing. Historical experience confirms the benefits
of expanding the participation of countries in the international division of labor and
various forms of international business. Conversely, the curtailment of foreign
economic activity inevitably leads to a slowdown in the socio-economic development
of the country, the emergence of complex problems that cannot be solved not only in
the economy, but also in other areas of public life. Therefore, the process of
globalization and internationalization of economic life can be considered natural,
taking into account the growing interdependence between countries and the growing
similarity of their economies.

In the modern world, the trend towards integration in the international economic
space is more clearly visible. Proof of this is the close interdependence of production
and international trade. Today, most goods enter the market through foreign trade or
are produced using components imported from abroad.

The processes of economic integration are ambiguous. There is an increase in
production efficiency due to the deepening of specialization. The growth in trade is

boosting economic activity in many countries.



The process of Ukraine's entry into the system of world economic relations largely
depends on the quality of managerial decision-making in the field of foreign economic
activity. International business operations, like internal ones, are the result of certain
management actions: forecasting and planning, organization, motivation, leadership,
control, etc.

Of course, all these management functions in foreign economic activity have
significant features. For example, in the planning process, one should take into account
interstate relations that affect the choice of partners. Marketing of foreign economic
activity is based on the study of international markets, the peculiarities of the requests
of foreign customers, the promotion of products and services to foreign markets is
carried out taking into account local traditions and countless restrictions, etc. The
function of the organization in foreign economic activity also looks different. This is
a specificity of the organization of foreign economic activity, since internal business
operations are much easier and less risky to organize.

Similar problems arise in other aspects of managing foreign economic activity.
This leads to the fact that sooner or later, with an increase in the volume of
international operations, a relatively separate subsystem of management
(management) of foreign economic activity is allocated from the general management
system.

Management of foreign economic activity (FEA) is associated with the application
of general ideas and concepts of management in all forms of foreign economic activity
(export and import of goods and services, leasing operations, direct investment, etc.).
The essence of the management of foreign economic activity is a comprehensive study
and modeling of the international environment, combined with the well-established
interaction of all departments and officials of an organization or institution in the
interests of the productive achievement of certain foreign economic strategies.

So, firstly, the management of foreign economic activity is a certain process, first
of all, it includes the study and design of elements of the international environment:
foreign partners, price levels, customs regulations, international norms and customs,

etc. In this part, the emphasis is not only on the analysis and evaluation of future



international transactions, but also on the design of relationships, taking into account
certain procedures. This element of management accounts for about half of the success
factors in international business.

Secondly, it is necessary to achieve effective interaction not only between
employees of foreign economic divisions, but also between all departments of the
enterprise, which determines success in international markets. Therefore, the
management of foreign economic activity, by all means, includes the efforts of other
employees in promoting the company's products to foreign markets. For example, the
head of the technical control department, organizing a system for checking export
goods for compliance with the terms of a foreign trade contract, is an important link
in the control function in the management of foreign economic activity. In case of
success in the international market, the said head of the control service should receive
remuneration to the same extent as foreign trade workers.

Thirdly, it is necessary to note the productive achievement of the selected foreign
economic goals by the entire organization. This means that the criterion for the quality
of foreign economic activity management is not only success in itself (achieving
goals), but also the price of this success (expenditure of resources, productivity).

The management of foreign economic activity is closely connected with
international management. The latter is nothing but the management of transnational
companies. Since foreign economic activity includes the interaction of national and
transnational companies, it involves the interaction of foreign economic units with the
international branches of multinational corporations. At the same time, for
transnational companies, a universal international approach is of priority, and actions
in each country are a consequence of this approach. Foreign economic activity in this
regard is contradictory in nature: the main thing is the representation of the domestic
operations of the company, and international activity is a consequence of domestic
success.

As for such categories as international finance, international logistics, international
law, etc., each of them has its own functional foundations and patterns. International

aspects play a decisive role in this. The foreign economic activity of enterprises of any



country cannot ignore the patterns of implementation of each of the functions of
international business: finance, logistics, law, personnel, etc. Therefore, the
management of foreign economic activity is based on the functional components of
international business to the extent that it is relevant to the operations of this enterprise.
At the same time, the management of foreign economic activity is based on certain
principles.

Management activities are always based on the basic rules observed by managers
and specialists of the management apparatus in the process of making certain
decisions. These rules can be declared in special documents or be a kind of tradition,
norm, custom. Most often there is a combination of both.

Financial and economic condition is one of the most important characteristics of
the enterprise. It depends on the results of production, commercial, financial and
economic activities of the enterprise.

Profit is an increase in property, and loss is its decrease. Property and money are
not the same thing, they are measured only in monetary units. In the reporting period,
profit is almost never equal to the amount of cash account balances. Profit is an
increase in property, not cash balances. It is possible to make a significant profit
(positive financial result), but not receive payment from buyers in time, and, therefore,
not be able to pay even those obligations that arise as a result of costs associated with
expected and already reflected income. The amount of wages that is considered an
expense when it is considered earned. Consequently, this amount will necessarily
affect the formation of the financial result, and, therefore, cannot be taken into account
when compiling the balance sheet and the income statement. However, the amount not
yet paid to employees cannot reduce the cash balance.

The analysis of the main financial and economic indicators is given in the table 1.1.

Table 1.1
Dynamics of income, expenses and financial results of «\WorkEmirates»
LLC, 2017 — 2021
(thous. Hrn)



Years Relative deviation, %

Indicators 2017- | 2018- | 2019- 2020-
2017 2018 2019 2020 2021 2019 | 2020 | 2021 2022

Net income from sales
of products (goods, 3204,4 | 4845 | 5252,7 | 6109,1 | 6390,4 51 8 16 5
works, services)

Cost of goods sold - - : A -
(goods, works, services) | 2608,5 | 3593,1 | 3888,4 | 4683,5 | 4853,1

Gross profit 595,9 | 1251,9 | 1364,3 | 14256 | 1537,3 | 110 9 4 8
Other operating income 55,6 87,7 54 86,3 90,1 58 -38 60

38 8 20 4

Administrative expenses | -65,9 | -184,8 | -247,3 | -318,8 | -321,9 181 34 29 1
Selling expenses -157,2 | -294,7 | -328,1 | -418,1 -432 87 11 27 3
Other operating 2641 | -242,2 | 2615 | -150,3 | -152,7 | -8 8 | -42 2
expenses

Financial result from

operating activities: 164,3 617,9 581,4 624,7 720,8 276 -6 7 15
profit

Other expenses -12 -4 -16 -21 -25 -67 300 31 19
pro/taxinancay 152,3 | 6139 | 5654 | 6037 | 6958 | 273 | -5 6 15
result: profit

Expenses (income) from | 595 | 3192 | 1061 | -112,3 | <1207 | 273 | 5 6 15
income tax

et {iagielel result 1225 | 5027 | 4593 | 491,4 | 5661 | 273 | 5 | 6 15

profit

Source: Information taken from the company's financial statements

The volume of products sold has a rapid upward trend due to increasing demand
for services. The company has an annual change in profits. Thus, in 2016 and 2018,
the company suffered losses as a result of financial and economic activities. However,
in 2021 the total net financial result amounted to UAH 566.1 thous.hrn.

The analyzed data show that the main problem for «WorkEmirates» LLC at the
moment is the significant level of production costs. Therefore, it is necessary to take
measures to reduce it, in particular to eliminate shortages, increase the volume of
products in demand, introduce various promotions and a system of bonuses. This will
increase the volume of sales, thus reducing the price of manufactured products. The
above reasoning suggests that it is impossible to assess the success of an enterprise
only on the basis of an analysis of its financial results. In addition, a general analysis
of the financial and economic situation of the enterprise should be carried out, on the

basis of which it is possible to find out the real picture of not only the level of



profitability of the enterprise, but also its ability to repay loans. make timely
settlements with suppliers, etc.

Currently, «WorkEmirates» LLC exports its products to 6 countries.
«WorkEmirates» LLC (Esplanadna St, 20, 622 office, Kyiv, Ukraine, 01023) is a
regruitment company.

According to classifier of economic activities - employment activities. To better
understand the company's ability to meet timely obligations to suppliers and creditors,
employees and other parties, it is important to study the liquidity ratios in more detail

in the table 1.2.

Table 1.2
Dynamics of liquidity indicators of «WorkEmirates» LLC in 2016 — 2020,
on 31/12
Indexes Year Absolute
deviation, +, -
2016 2017 2018 2019 2020 2020 /| 2020 [/
2016 2019
Current ratio 0,75 0.75 0,77 0,79 0,78 0.02 -0.01
(coverage)
Rapid liquidity ratio 0,44 0,42 0,46 0,49 0,48 0.04 -0.01
g?izolute liquidity 0,08 0,07 0,08 0,09 0.06 -0.02 -0.03

Source: Information taken from the company's financial statements

The total liquidity ratio for the reporting period increased to 0.78 in 2020, ie
UAH 0.78 per hryvnia of current liabilities. current assets. The value of the quick
liquidity ratio for the reporting period decreased from 0.44 to 0.48, but it does not meet
the regulatory value, and therefore indicates that the company can not immediately
settle on short-term liabilities, even if the receivables are collected.

The absolute liquidity ratio decreased at the end of the reporting period, but it
still remains very low compared to the regulatory one. Thus, the analysis of the
liquidity of the company «WorkEmirates» LLC shows the lack of working capital of
the company for timely and complete implementation of the necessary settlements

with counterparties. But despite this, the company operates stably, increases



production and, accordingly, increases its ability to pay, as evidenced by the growth
of liquidity ratios at the end of the reporting year.

«WorkEmirates» LLC has been working to reduce short-term risks during 2016-
2020, so managers are taking measures to ensure a balance of short-term funding
sources and current assets. This is evidenced by the increase in the current liquidity
indicator from 2,46 hryvnias to 2,84.

A number of other indicators are also used to analyze financial stability.
Calculate the above figures in table 1.3.

The ratio of financial autonomy (independence) for the reporting period fell
from 0.78 to 0.79, so we can conclude that it is lower than the norm.

Table 1.3
Dynamics of indicators of financial stability of «WorkEmirates» LLC in
2016 — 2020, on 31/12

Indexes Year Absolute deviation,
/-
2016 | 2017 2018 2019 2020 2020 /| 2020 /
2016 2019
Coefficient of 0.04 0.03
financial autonomy 0,78 |0,79 0,75 0,79 0,82
Coefficient of -0.03 -0.02
financial dependence 0,69 |0,69 0,68 0,67 0,65
Equity 0.02 0.12
maneuverability ratio | 0,72 | 0,61 0,81 0,62 0,74

Source: Information taken from the company's financial statements

The coefficient of financial dependence is the inverse of the coefficient of
autonomy, it shows the amount of the total value of the enterprise's property per
hryvnia of own funds. During the reporting period, the value of this ratio decreased
from 0.69 to 0.65, which indicates an increase in the share of own funds of the
company in the total amount of sources of funding for assets. The coefficient of
maneuverability of equity in 2020 has increased.

The analyzed indicators of financial stability indicate a decrease in the

company's financial dependence on external creditors, although it still remains



significant. Thus, we can conclude that «WorkEmirates» LLC began to generate
financial resources more efficiently during the analyzed period.

The managers of «WorkEmirates» LLC provided high financial flexibility of
the enterprise, as a significant part of the working capital was created at the expense
of the owners. As a result, the company is less dependent on external suppliers of
financial resources. 57% of current assets account for own working capital in 2020.

It is extremely important for the company to be able to form the necessary stocks
of material resources, which are then used in the production process and the process
of providing services. If there are supply disruptions, it threatens both the
implementation of the production program and the image of «WorkEmirates» LLC.
The high value of the indicator of providing inventories with own working capital
(94% in 2020) indicates that the risk of such disruptions is minimal. In addition, there
Is a reduction in the risk of insufficient supply of materials, raw materials and other
resources during the period 2016 - 2020, which would lead to a temporary cessation
of operations of «WorkEmirates» LLC. This is evidenced by an increase in the share
of working capital in inventories by 0,44 percentage points.

Customers and other debtors used the company's funds in 2020 year for a longer
period (21,46 days) compared to the period during which the company diverted part
of the working capital of suppliers and other partners in the financial and economic
relations in the formation of accounts payable (16,13 days). If such a mechanism of
commodity lending to customers allows to increase sales, it is advisable to continue to

adhere to this policy, subject to quality control of debt.

2015 2016 2017 2018 2019 2020

Fig. 1.1. Dynamics of profitability of «WorkEmirates» LLC in 2014-2021



Source: made by the author based on company's data

Profitability is a relative indicator of economic efficiency. Profitability
comprehensively reflects the degree of efficiency in the use of material, labor and
financial resources. The profitability ratio is calculated as the ratio of profit to the
assets, resources or flows that form it. It can be expressed both in profit per unit of
invested funds, and in the profit that each received monetary unit bears.

There are many profitability ratios. The profitability ratios are calculated based on
the data of the profit and loss account and the company's balance sheet. As a rule, all
these indicators reflect the ratio of a company's net or operating profit to one or another
parameter of its activity (turnover, assets, equity).

If we will calculate the average net income of «WorkEmirates» LLC per month in
the period 2014-2021, then it will be 12000$. Since 2014 they recruited more than
5000 candidates. If we multiply this number by the average amount people pay for
employment (500-800%), then this equation is obtained:

(500+800)/2 x 5000 = 3 250 000%

So this is the approximate net income of the company since they opened till now.

From table 1.1. we can be seen that the net income of «WorkEmirates» LLC during
2014-2021 is constantly increasing, and in 2018-2019 the company did their best
results. But in 2020-2021 it decreases due to COVID-19. This is still much better than
in 2014-2015, when company worked only with USA Work & Travel program.

The company started as Work & Travel USA agency. The business was
profitable, but it was just the first step of really profitable business. In two years the
Director understood that they must improve and find more developing countries. So,
they started to recruit for hotels, restaurants, bars, etc. in United Arabian Emirates.
Why UAE? Because it develops so fast that the country needs more and more
employees every day. Dubai and Abu Dhabi never sleep! Every few years you can see
new hotels, business centers, restaurants, bars, clubs, etc. For example, if you travel to

Dubai every 5 years, then the city will always look like a fresh one.



Dubai is the largest city of the United Arab Emirates, the administrative center
of the emirate of Dubai.

It is located on the coast of the Persian Gulf to the north-east of the capital -
Abu Dhabi, next to Sharjah.

Dubai is the largest commercial, financial and tourist center of the Middle East.
The pace of development of the city is comparable to Shanghai. The third most
important re-export center in the world (after Hong Kong and Singapore).

A consequence of the rapid development of tourism in the emirate is no less
rapid development of the hotel sector. Hosting more than 15 million foreign tourists
every year, both leisure and business travelers, Dubai needs an increasing number of
hotel rooms, which today exceeds 150,000 units.

It is important to note that now the number of 3- and 4-star hotels in Dubai
exceeds the number of 5-star hotels, which indicates a new trend in the market, namely
towards an increase in supply in the mainstream segment. Premium hotels account for
33% of the emirate's room stock, and this figure is declining.

This trend, in turn, creates attractive conditions for investments in hotel real
estate of the middle price segment, available to both institutional and private investors.

That is why Hospitality recruitment business in in UAE is so profitable and
bottomless.

But, United Arab Emirates is not the only country in the Persian Gulf that is
developing so actively in this area. Bahrain, Kingdom of Saudi Arabia, Oman, Qatar,
Kuwait - these countries are also doing well in Hospitality area.

The hospitality industry in the Gulf region has grown significantly over the past
decade, with inbound tourists reaching 59.7 million in 2019 and a compound annual
growth rate (CAGR) of approximately 4.1 percent during the period 2015-2019.

As the industry continues to grow in the region, there is a growing demand for
local talent and therefore hospitality education, according to a recent Colliers report
on hospitality education in the GCC, with a focus on the UAE and Saudi Arabia.

While Saudi Arabia has historically been a center of religious tourism and

pilgrimage for Muslims, the kingdom is rapidly developing as a holiday destination,



with the activation of several destinations including Al-Ula, Qiddiyah, the Red Sea
Project, etc., according to “ Kingdom Vision 2030 with a strong focus on further
developing the hospitality and tourism industry,” said Mansour Ahmed, Executive
Director and Head of Solutions Development, Health, Education and PPP: Middle
East and Africa (MEA) Region at Colliers.

On the other hand, the UAE attracts the largest number of travelers, having
established itself as a leading business and leisure destination in recent years. Bahrain
Is also a popular destination, fueled in large part by the influx of tourists from Saudi
Arabia via the King Fahd Causeway that connects Al Khobar to Bahrain,” he
continued.

Post-pandemic travel demand is back, with 894,700 rooms provided in the GCC
in 2021, an increase of nearly 387,000 rooms over the past decade, according to
Euromonitor International.

Saudi Arabia and the UAE are key markets in the region, with 70 percent of
supplies concentrated in the kingdom to meet growing demand from pilgrims visiting
the holy cities of Mecca and Medina, while the UAE accounts for 23 percent of all
Gulf shipments. .

It is estimated that more than 100,000 numbers will be provided in the Gulf
countries by 2026, with the total supply exceeding 1 million rooms, with the vast
majority of these provided in Saudi Arabia, followed by the UAE.

In addition, it is estimated that another 110,000 units will be added to the holy
cities by 2030 to meet demand from pilgrims.

In this context, and given the rapid growth of the tourism industry in the region,
further growth in the demand for qualified hospitality professionals is expected.

Given the upcoming supply of hotel rooms, it is estimated that the Gulf will
need more than 90,000 qualified hospitality professionals by 2026, of which roughly
82,000 will be needed in Saudi Arabia and the UAE.

Estimates are based on the assumption that supply will typically be three times
larger given the general industry trend in the region. Colliers estimates that if the

planned mega-projects in the holy cities are taken into account, these projects will



require about 50,000 additional skilled/trained hospitality professionals by 2030. In
addition, several entertainment projects are also planned in Saudi Arabia. The company
provided an increase in the welfare and improvement of the financial situation of the
owners, as evidenced by the high value of the indicator of return on equity. The
identified increase indicates that the company is becoming an increasingly attractive
object of investment in terms of income generation potential for owners of shares or

other securities that reflect the ownership of the company's share.

1.2. The analysis of management system of foreign economic activity of LLC
«WorkEmirates»

In modern economic conditions, the most important task for domestic enterprises
IS to improve management systems. At the same time, the emphasis is on the global
practice of strategic management, while at the same time striving to adapt it to
Ukrainian tasks. The theoretical development of a mechanism for the effective
management of an enterprise in general and foreign economic activity in particular is
necessary due to the increased influence of environmental factors. The practice of
studying the activities of domestic enterprises shows that the system of managing
foreign economic activity is fragmented. The lack of comprehensive scientific
developments in the field of foreign economic activity management, covering all
stages of the process of foreign economic activity, leads to a decrease in the efficiency
of the enterprise.

Entering the external market by independent economic entities should contribute
to the adaptation of the economy to the system of world economic relations, the
formation of an open economy. The desire to get more profit than in the domestic
market encourages companies to enter the international market. According to the
current legislation, the enterprise has the right to independently determine the forms,
methods and volumes of labor in the foreign market.

The organizational and production structure reflects the construction of a

controlled system, the management structure - a system that manages, and the



organizational structure of an enterprise - the construction and interconnection of both
systems.

The organizational structure of the management of foreign economic activity is
determined by the purpose and tasks that it is designed to solve. The goal is to
maximize profits in the long term through effective participation in international
business. The organizational structure of the management of foreign economic
activity, as well as internal corporate management, must constantly develop and
Improve, adapt to changes in the external environment and management. These forms
and methods cannot remain unchanged.

«WorkEmirates» LLC exports their recruitment services: they find employees for
HORECA.

For effective management of foreign economic activity at the level of enterprises,
we create a management structure adequate to their conditions. The organizational
structure of managing the foreign economic activity of an enterprise is determined,
first of all, by the goals and objectives that it is designed to solve.

The greatest experience in managing foreign economic activity has been

accumulated in specialized foreign economic organizations (hereinafter referred to as

FTO).

Chef Recruiter

[ | |

Recruiters / AN Teachers
Sales Managers

Fig. 1.2. Organizational structure of foreign economic activity managementin
«WorkEmirates» LLC
Source: made by the author based on entity's data

According to this scheme, «WorkEmirates» LLC has a fairly simple system for
managing foreign economic activity. The director manages the whole enterprise. The

director, as well as the chief recruiter, check each candidate personally for a successful



interview with a future employer. Accountant is responsible for responsible for

keeping and interpreting financial records. Down the hierarchical ladder are three

different departments that are at the same level and report to the above employees.

Such as:

recruiters / sales managers (sell employment programs to candidates, test them
for basic knowledge of the hotel and restaurant business);

technical team (guards the CRM system and other technical parts of the
company);

teachers (who conduct lectures and practices with future employees of foreign

hotels, restaurants, bars, etc.).

The director is responsible for foreign trade, so one of her many tasks is planning,

organizing and coordinating the foreign economic activity of the enterprise. Its tasks

also include:

management of the export potential of the enterprise and the creation of
competitiveness;

ensuring the fulfillment of obligations to foreign partners;

ensuring a stable and adequate potential of enterprises of foreign economic
activity;

improvement of trade relations with foreign partners.

A few more types of work performed in an operating company are following:

establishing partnerships with firms from other countries - director;

money transactions - accountant;

search for ways to enter the foreign market - director;

study of trends and directions of development of the global employment and

recruiting market - director.

The director carries out general coordination of the activities of the employees of

the department and coordinates the activities of the enterprise company, solves current

operational issues.

The chief recruiter monitors the timely execution of instructions, helps the director

in conducting correspondence with partners.



The accountant is responsible for the preparation of commercial proposals for the
sale of the company's products, the development of the articles of the contract, the
preparation of an action plan to fulfill the terms of the contract and its control.

Functions define a specific organizational structure. The company is headed by its
director on a sole basis. In this case, he has a deputy, with his own duties.

The company has the right to independently determine the forms, methods and
volumes of work in the foreign market, which places high demands on the organization
of the management of its foreign economic activity. When deciding on the choice of
an option for entering foreign markets, special attention should be paid to competitive
advantages. The company usually achieves this goal by solving more specific tasks:

- expanding sales of products through the development of new markets
abroad;

- steady improvement of product quality.
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Fig.1.3. Dynamics of counterparties and the number of operations of
«WorkEmirates» LLC, 2016-2021
Source: made by the author based on entity's data

Another area of foreign economic activity of «WorkEmirates» LLC - in addition
to Hospitality recruitment, they also help with getting a job in cabin crew. They work

with a lot of airlines including best ones like Qatar Airways, Emirates, etc.



Strategy development begins with an analysis of the external and internal
environment. The starting point for such an analysis is SWOT analysis, one of the
most common types of analysis in strategic management. SWOT analysis allows you
to identify and structure the strengths and weaknesses of the firm, as well as potential
opportunities and threats. This is achieved by comparing the internal strengths and
weaknesses of your company with the opportunities provided by the market. Based on
the quality of compliance, a conclusion is made about the direction in which the
organization should develop its business, and ultimately determines the distribution of
resources by segment.

The purpose of SWOT-analysis is to formulate the main directions of enterprise
development through the systematization of available information about the strengths

and weaknesses of the company, as well as about potential opportunities and threats.

Table 1.4
SWOT - analysis of «WorkEmirates» LLC, 2021

Strengths
1. Strong position of the company on the market.
2. The organization pursues a policy of reducing costs
and increasing the share of profits in total sales, this
leads to a significant increase in all indicators of
profitability.
3. High quality at low prices.
4. Good business relationships with consumers and
suppliers.
5. New and modernized equipment that displaces
areas with difficult working conditions.
6. Decent wages, social security of workers, great
opportunities for professional growth.
7. Strong portfolio of brands.

Weak sides
1. Strong pressure from competitors.
2. Many subsidiaries make it difficult to
run a company.
3. High dynamics of growth of
operating costs of the enterprise in
relation to revenue, caused by
increasing costs for product promotion
and marketing, justified by the need to
maintain market position.

Opportunities
1. Regional expansion, increasing market share,
increasing production.
2. Export development.

Threats
1. Possible decline
demand.
2. Increasing competition.
3. Rising advertising costs.

in consumer

Source: Information taken from the company's financial statements

Thus, we can say that the organization has internal weaknesses that need to be
addressed for further successful development. Internal strengths, such as high quality

and product range, should be emphasized in order to achieve the set goals.



Regarding abovementioned, the company started as Work & Travel USA agency.
The business was profitable, but it was just the first step of really profitable business.
In two years the Director understood that they must improve and find more developing
countries. So, they started to recruit for hotels, restaurants, bars, etc. in United Arabian
Emirates. Why UAE? Because it develops so fast that the country needs more and
more employees every day. Dubai and Abu Dhabi never sleep! Every few years you
can see new hotels, business centers, restaurants, bars, clubs, etc. For example, if you
travel to Dubai every 5 years, then the city will always look like a fresh one.

Dubai is the largest city of the United Arab Emirates, the administrative center of
the emirate of Dubai.

It is located on the coast of the Persian Gulf to the north-east of the capital - Abu
Dhabi, next to Sharjah.

Dubai is the largest commercial, financial and tourist center of the Middle East.
The pace of development of the city is comparable to Shanghai. The third most
Important re-export center in the world (after Hong Kong and Singapore).

A consequence of the rapid development of tourism in the emirate is no less rapid
development of the hotel sector. Hosting more than 15 million foreign tourists every
year, both leisure and business travelers, Dubai needs an increasing number of hotel
rooms, which today exceeds 150,000 units.

It is important to note that now the number of 3- and 4-star hotels in Dubai exceeds
the number of 5-star hotels, which indicates a new trend in the market, namely towards
an increase in supply in the mainstream segment. Premium hotels account for 33% of
the emirate's room stock, and this figure is declining.

This trend, in turn, creates attractive conditions for investments in hotel real estate
of the middle price segment, available to both institutional and private investors.

That is why Hospitality recruitment business in in UAE is so profitable and
bottomless.

But, United Arab Emirates is not the only country in the Persian Gulf that is
developing so actively in this area. Bahrain, Kingdom of Saudi Arabia, Oman, Qatar,

Kuwait - these countries are also doing well in Hospitality area.



The hospitality industry in the Gulf region has grown significantly over the past
decade, with inbound tourists reaching 59.7 million in 2019 and a compound annual
growth rate (CAGR) of approximately 4.1 percent during the period 2015-2019.

As the industry continues to grow in the region, there is a growing demand for local
talent and therefore hospitality education, according to a recent Colliers report on
hospitality education in the GCC, with a focus on the UAE and Saudi Arabia.

While Saudi Arabia has historically been a center of religious tourism and
pilgrimage for Muslims, the kingdom is rapidly developing as a holiday destination,
with the activation of several destinations including Al-Ula, Qiddiyah, the Red Sea
Project, etc., according to “ Kingdom Vision 2030” with a strong focus on further
developing the hospitality and tourism industry,” said Mansour Ahmed, Executive
Director and Head of Solutions Development, Health, Education and PPP: Middle
East and Africa (MEA) Region at Colliers.

On the other hand, the UAE attracts the largest number of travelers, having
established itself as a leading business and leisure destination in recent years. Bahrain
Is also a popular destination, fueled in large part by the influx of tourists from Saudi
Arabia via the King Fahd Causeway that connects Al Khobar to Bahrain,” he
continued.

Saudi Arabia and the UAE are key markets in the region, with 70 percent of
supplies concentrated in the kingdom to meet growing demand from pilgrims visiting
the holy cities of Mecca and Medina, while the UAE accounts for 23 percent of all
Gulf shipments. .

It is estimated that more than 100,000 numbers will be provided in the Gulf
countries by 2026, with the total supply exceeding 1 million rooms, with the vast
majority of these provided in Saudi Arabia, followed by the UAE.

In addition, it is estimated that another 110,000 units will be added to the holy cities
by 2030 to meet demand from pilgrims.

In this context, and given the rapid growth of the tourism industry in the region,

further growth in the demand for qualified hospitality professionals is expected.



Given the upcoming supply of hotel rooms, it is estimated that the Gulf will need
more than 90,000 qualified hospitality professionals by 2026, of which roughly 82,000
will be needed in Saudi Arabia and the UAE.

Estimates are based on the assumption that supply will typically be three times
larger given the general industry trend in the region. Colliers estimates that if the
planned mega-projects in the holy cities are taken into account, these projects will
require about 50,000 additional skilled/trained hospitality professionals by 2030. In

addition, several entertainment projects are also planned in Saudi Arabia.



CHAPTER 2. ANALYSIS OF THE MARKET OF ORGANIZATION OF
REQRUITMENT « WORKEMIRATES» LLC
2.1. ldentifying the main trends in the market of recruitment in Ukraine and
the world.

Recent trends in the labor market indicate its difficult situation, which confirms the
high level of unemployment and the decline in the economic activity of the population,
at the same time, there is a shortage of qualified personnel, which causes the activity
of personnel and recruiting agencies. In Ukraine, there is a high level of demand of
organizations and enterprises for the services of recruiting agencies, which indicates
their importance for the labor market and the sphere of personnel management of
organizations. The recruiting services market in Ukraine is characterized by a large
number of recruiting agencies, but not all of them can provide customers with high-
quality and prompt services for the search and selection of personnel necessary for
companies. Therefore, there is a need for further research into the trends and problems
of external recruiting in the current crisis socio-economic conditions, which, in turn,
affects the development of the labor market. This determines the relevance of the
study, which consists in identifying current trends and recruiting problems.

There are several approaches to defining recruiting. Respectively

to a broad approach, recruiting is an activity, a segment of the labor market
infrastructure, functioning thanks to private recruitment agencies; to the narrow one -
the technology of recruiting personnel from external sources by actively attracting
potential candidates to meet the needs used by enterprises and recruiting agencies.

The analysis revealed a number of main trends in the development of modern
recruiting:

- reducing the role of job advertisements on job portals and corporate
websites;

- the job of initially searching for a candidate becomes easier due to the use of
the Internet and social networks;

- a candidate's social media profile is becoming a more effective recruitment

method than a resume;



- ineffective sources fade into the background due to their inability to provide
high quality candidates;

- there is a need to maintain employees, since highly qualified personnel feel
more confident and are not afraid to look for a new better job;

- high speed of selection will allow recruiting agencies to attract highly
qualified and scarce personnel;

- every year, the limited resources for the search and selection of personnel
are increasing, which requires recruiting agencies to work more efficiently
and find clients faster than competitors;

- changing the approach to recruiting graduates and students, which requires
working with students from any regions, conducting marketing research to
determine the expectations and wishes of future young professionals;

- there is an acute shortage of highly qualified recruiters, which will increase
competition for talent;

- lack of new high-performance recruitment technologies.

In addition, the main trends in modern recruiting include such as the development
of HR skills and attracting talent.

Organizations are interested in attracting and hiring talented employees, but
recently there has been a serious struggle for them, complicating the operation of
social networks, international informal networks and new ideas about career
development and the attractiveness of employers. Thus, there is a need to implement
a new strategy for attracting talented employees.

In the context of an acute shortage of the necessary talents and competencies, many
organizations do a poor job of attracting and evaluating staff, since these processes
have undergone a serious transformation due to global changes in the labor market,
the emergence of new work models, social networks, and so on. To attract the right
people, organizations need to do more marketing, social media, and be creative.

Recently, given the complexity and changeability of the global economy, a
competent approach in the recruiting process is becoming relevant, which necessitates

organizations to attract workers with the necessary skills, evaluate them, develop and



use them in their work. The better a company understands what competencies it lacks,
the more acute is the need for external recruiting to enter new labor markets, strengthen
its attractiveness as an employer and search for talent. This necessitates the use of a
competency model in the recruiting process. The competency model consists of the
principles adopted in the organization for the formation of a set of competencies for
the position, as well as a complete list of competencies and a description of each of
them in a complex and ensures the involvement of employees with rare and valuable
professional and technical competencies to ensure innovative development and work
efficiency.

Retraining of HR-specialists/recruiters includes the development of their business
skills, as well as analytical skills. One of the negative factors in the growth of the
global economy is the lack of talent, including in the field of personnel management.
This applies to both external and internal recruiting. The introduction of the latest
technologies in the recruiting process is one of the pressing problems in Ukraine, since
their implementation will contribute to satisfaction, employee engagement, work
efficiency, development of competencies, as well as easier obtaining, analyzing the
necessary data and improving the quality of decisions made.

The recruiting process should have a global scope, but at a local level. This
encourages scale and efficiency, but flexibility at local levels allows for the retention
of workers. This is necessary for the effectiveness of the recruiting process.

These current global trends should be taken into account in the regulation of the
Ukrainian market of recruiting services. As for new trends in the domestic market of
recruiting services, in the work they include: the use of social networks, labor
migration and the active search for highly qualified specialists in all the missing
regions of the country. But given the modern requirements of the economy and
business, this is not enough. To improve the efficiency of recruiting activities in
Ukraine, it is advisable:

- research and evaluate the actions of competitors to attract promising

specialists;



- research the labor market to assess candidates and employment prospects in
the enterprise;
- predict the sources of attracting talented specialists in the enterprise;
- Improve the assessment procedure for candidates, in particular through the
use of a competency model to improve the quality of selection and reduce
Costs;
- hire a candidate based on an analysis of all his achievements;
- make hiring decisions based on the full array of data;
- personalize recruiting, focusing it on the selection of specific valuable and
talented specialists;
- to introduce an online search for employees in the practice of recruitment.
Thus, the domestic market of recruiting services is characterized by low quality
of services and insufficient speed of order fulfillment, a significant decrease in the
level of qualification of consultants in the search and selection of personnel is
associated with a high level of external rotation and difficulties in professional careers
that force recruiters to look for work in other directions. personnel management or
create your own organization. Therefore, the main advantage of a recruiting agency is
highly qualified staff. The level of the company is determined by the competence of
the specialists working in it, and the constant improvement of the professional level
of employees is the key to improving the efficiency of work in general. At the same
time, the lack of effective legal regulation and organizational and economic problems
caused by modern transformational processes convincingly indicate the need for
further scientific and practical research and a comprehensive study of the problematic
aspects of the provision of external recruiting services in Ukraine. Therefore, it is
necessary to pay attention to the organization of the recruiting process based on current
global trends in the labor market and modern business. To do this, it is advisable to
use new highly effective recruiting technologies, including the improvement of
candidate assessment technology using a competency model, talent search, the
introduction of modern candidate search technologies, and the global scale of

recruiting in the local market. This, in turn, will help improve the quality of services



provided, increase the professionalism of recruiters, expand the list of services
provided, and, consequently, the effective operation and development of recruiting.
Only an integrated approach to solving the tasks facing recruiting agencies today will
ensure the effectiveness of their activities in the market of specialized services in the

future.

2.2. Study of the process of recruitment on international level

International or global recruiting is a recruiting method that, among its other
features, can be very specialized and niche, such as targeting overseas high-profile
talent or focusing on capitalizing on lower labor costs in other regions.

Similarly, it can be part of a systematic campaign.

Globalization has created a need for managerial talent with knowledge of local

markets, local contacts, global networks and the ability to localize products and

services.
Organizations looking to expand internationally are often forced to look for local
management talent without direct knowledge or experience in the field, and therefore
turn to local HR or international recruiting experts for help.

In competitive areas, sometimes the most qualified candidates are outside the
geographic boundaries of their country. It is for this reason that worldwide recruiting
can play a crucial role in hiring the best people for your business. Advances in
technology make it possible to conduct interviews over the phone or over the Internet
in the same way as it is done with local applicants. When using indirect marketing
strategies, there are many agencies that specialize in international recruitment.

In addition to a wider range of job seekers, hiring outside your home country
can often be cost effective as the wage rate in other countries is sometimes
significantly lower than in your own country. This is especially true for workers who
may work abroad. One of the advantages of international recruitment is found when

assessing the estimated tax costs of foreign employees who work in their regions.



Global or international recruiting can be part of an organizational globalization
strategy, such as outsourcing or expanding the global market, or it can simply be an
isolated example of the need to look overseas for the right talent to fill a niche, whether
the candidate relocates or works. remotely. Even when a candidate moves, an
employer can benefit from payroll costs when that new employee has much lower
salary expectations than his or her colleagues who would otherwise be hired from the
employer's region.

Recruitment of foreign talents can be delegated to HR experts or on-site
employees in the target region, or managed from the employer's base. Delegating to
others who know the candidate's culture, regional job market, local compensation and
other expectations, important cultural differences, and intercultural or local
communication protocols can be the smartest hiring route, especially when the
receiving employer is unfamiliar. or experience with workers there.

Sometimes it can be difficult for you to find suitable candidates near your home.
Perhaps the labor market in your country is simply too saturated. Or you need
multilingual talent to expand your company into new markets.

A few points about the benefits of hiring foreign employees.

Global Recruitment allows businesses to tap into a diverse talent pool, opening
doors to new opportunities and growth potential.

By expanding your search to international recruiting, you will be much more
likely to find the perfect candidate. Global expansion means expanding outreach and
therefore the available talent pool.

And if a company is expanding its business into new countries and markets,
then they probably need to find employees who are native to that target market.

Not only is it important to hire employees who speak the right language, but by
hiring employees from all over the world, you can find local people who know the
local market best. By recruiting internationally, you can better localize your business
to tailor your product and strategy to the needs of different countries.

It is worth promoting diversity and inclusiveness.



Hiring foreign employees of different nationalities and backgrounds results in
a more diverse workforce. This approach is called culture-enhancement hiring (as
opposed to the contested culture-fit approach) and offers many benefits for your
business.

First, studies have shown that heterogeneous teams outperform homogeneous
teams. And it also helps reinforce your employer brand as your company builds a
reputation for promoting diversity, fairness and inclusion in the workplace.

Virtual recruiting can reduce costs.

Whether the new employee will be working remotely or moving to join your
team in person, the recruiting part of international recruiting is almost always done
virtually. And it can have a positive impact on your company's bottom line.

Online interviews can save resources, reduce travel time and enable better time
management.

Now a little about the features of personnel management in international
organizations.

Personnel management in MNCs is a special type of management activity, a set
of principles, norms and methods for managing the international team of an
organization operating on a global scale.

Features of personnel management in MNCs:

1. Cultural factors and moral issues (which affect the actions of the personnel of
an international firm).

2. Different practices of human resource management in different branches.

3. Differences in labor markets in different countries.

4. The need to move employees between company divisions located in different
countries

5. Relations between workers, trade unions and employers

6. National orientation of personnel.

7. Complicating execution control

The presence of these and other features of personnel management in the

international sphere and the management problems that arise in an international firm



in _connection with this require the creation of a unified corporate culture in an
international organization.

Corporate culture is a system of personal and collective values that are perceived
and shared by all members of the organization, a set of techniques and rules for solving
the problem of external adaptation and internal integration of employees into a single
international team.

In the human resource management system of an international company, corporate
culture plays an extremely important role. It ensures close contacts between
headquarters and branches and between heads of branches from different countries.
The movement of managers from one country to another expands the views of these
people and increases their commitment to the value system and goals of the
corporation. People trained at a firm's headquarters tend to think and act like
employees.

At the global level, the mega-environment of international business influences the
formation and development of the culture of the company.

Macro-environment - corresponds to the national level.

Accordingly, the corporate level defines the micro-environment with its own
cultural specifics.

And at the personal level of an employee, culture is determined by the meta-
environment (a person's personal cultural values that combine elements of all
environments).

The multi-level structure of the corporate culture of MNCs determines the presence
of a two-tier structure of managerial personnel:

1. At the level of branches, personnel are recruited capable of managing the

activities of companies in each of the states where the company is located.

2. At the level of the main or regional headquarters of the company, there should
be people who are able to coordinate and manage the various foreign and
regional operations of the company.

However, the ratio between the first and second points in different companies is

determined differently depending on many factors, but first of all, on the strategic



orientation of the company's top managers, which determine, among other things,

approaches to staff recruitment.

Additional criteria for international appointments

Table 2.1

Ne | Criteria

More suitable managers

Less suitable managers

1. | Adaptability

Tend to adapt to individuality

Tendency to adapt to
society

2. | Availability of
qualities to establish
interaction

Do not require special skills,
instinctively do the right thing
depending on the situation

Require training in
tolerance, compassion,
liberalism, flexibility

3. | Akey issue in the
process of adapting
to a new culture

What's happening?

Study for description,
interpretation and understanding

Why is this
happening?

Study for clarification,
reflection and

discussion
4. | Reasons for making | Facts and information Feelings and
decisions impressions

5. | Analysis of the
cultural environment

Attempts to describe different
cultures in order to distinguish
them from each other

Attempts to evaluate
and compare different
cultures

6. | Internal changes

Modification of stereotypes,
clarification of impressions and

Confirmation of
stereotypes and

abroad

interpretations impressions
7. | Manager Behavior Social flexibility and openness Social bias and
remoteness
8. | Work experience Available Missing

Source: made by the author based on entity's data

The selection of personnel is the initial stage in the formation of the

international team of the organization.

An international team is a group of people within an organization or an organization

as a whole, whose staff consists of representatives from different countries.

Table 2.2

Human resource management models



An approach

Bureaucratic model (Western Europe
and USA)

Paternalistic model (Japan)

Human factor

Narrow specialization, training in
specific skills, formalized assessment,
low training costs

General education, lifelong
learning, non-formalized
assessments, high costs of
education

Labor market

In the first place - external factors,
temporary employment, specialized
career

In the first place - internal
factors, lifetime
employment, non-
specialized career

Devotion

Commitment to the profession, direct
contracts with staff, external incentives,
individual work tasks and responsibility

Loyalty to the firm, internal
incentives, group work
orientation

Source: made by the author based on entity s data

Basic principles of organizing an international team:

1. Creation of a group cell around which a team is formed.

2. Complementarity (team members complement each other).

3. Proportionality (representatives of any country and nationality should not

feel discriminated against).

4. Culture and psychological comparability of members of an international

company.

Personnel development in TNCs.

Of course, finding people who immediately meet all the requirements is often
extremely difficult. Problems with the selection of personnel and the expansion of

foreign activities of international firms require constant attention to the training and

development of employees of MNCs.

Training of managers abroad is carried out continuously, in accordance with the

concept of continuous learning.

The main models of personnel management in world management.

Recruitment principles vary from country to country.

United States - focuses on specialized knowledge and skills.

Features of selection of personnel in the USA:

1. Focus on the narrow specialization of managers.




2. Promotion in this regard occurs only vertically.

3. For potential candidates, testing is mandatory to determine the level of
professional training.

4. The hired employee is introduced to his duties within the framework of his
specialization and powers and is not introduced to the activities of the
company as a whole.

Japan - they proceed from the premise that the manager must be a specialist
capable of working in any part of the company, therefore, when he is promoted, he
must choose a new unfamiliar field of activity.

Criteria for the selection of workers:

1. Combination of professions.

2. Ability to work in a team.

3. Understanding the importance of your work for the common cause.

4. Ability to solve production problems and coordinate the solution of various

tasks.



CHAPTER 3. DIRECTIONS OF OPTIMIZATION OF THE EXPORT
STRATEGY OF «WORKEMIRATES» LLC
3.1. Directions for optimizing the company's foreign economic activity of the
enterprise, implementation of entering a new market

The plan for the development of foreign economic activity of the enterprise can
include the competitiveness and economic efficiency of «WorkEmirates» LLC, which
include the following aspects of activity: business efficiency; business riskiness; long-
term and short-term solvency prospects, quality of business management;
management quality. Business performance can be assessed by the return on equity,
which allows you to compare the profitability of investing an organization in
production and in other financial transactions.

Domestic and international analysts believe that the domestic market has entered a
stage when the lack of a developed strategy for increasing the competitiveness of an
enterprise hinders effective development.

A recruiting agency is characterized by several fundamental factors: marketing
factors; qualifying factors; organization capabilities; favorable image and reputation;
awareness of leadership; nice, friendly service.

It is also necessary to single out an essential direction in «WorkEmirates» LLC -
the creation of economic incentives for development. The proposed approach to
managing the competitiveness of «WorkEmirates» LLC is based on the main
categories of Western management such as the mission, values, vision and strategy of
the company.

The mission of the company is a clearly articulated internal document that explains
the purpose of the organization and its main tasks. Mission is what the company brings
to the world. For «WorkEmirates» LLC, the following option is offered: “The mission
of «WorkEmirates» LLC is to open new opportunities for people, that is, to employ
candidates for the best enterprises in the field of hotel and restaurant business around
the world.”

The following vision is proposed for «WorkEmirates» LLC - a full-fledged entry

into the market of the Kingdom of Saudi Arabia and the transfer of all forces there.



This will allow the company to develop even stronger, achieve high financial results,
take a leading position due to ideal relationships with partners, customers and a
constant search for ways to meet their needs.

As such areas in the system of balanced characteristics, there are: money,
customers, internal processes, training and development. And so we came to the
choice of the country in which market «WorkEmirates» LLC should focus in order to
achieve even greater success. Which country has a great future? Of course, the one for
whom this future is planned, and at a very high level. This is the Kingdom of Saudi
Arabia.

Saudi Arabia today is one of the most dynamically developing countries in the
world. The influx of people wishing to work in this largest state of the Persian Gulf is
huge.

One of the most prestigious areas in the center of Riyadh, located between the
streets of King Fahd and Ulei, resembles a large construction site. Near the two high-
rise towers of Faisaliyah and Mamlak, which are considered the decoration of the
Saudi capital, numerous buildings are being erected sparkling with multi-colored
glass, admiring modern architecture, and sometimes striking with pompous oriental
luxury.

Most of them have or will soon host hotels, representative offices of local and
foreign companies, luxury shopping centers. Saudi Arabia today is one of the most
dynamically developing countries in the world. The influx of people wishing to work
In this largest state of the Persian Gulf is huge.

Looking at the streets of Riyadh, crowded with cars, sparkling with shop windows
of countless shops, it is hard to believe that just 50 years ago, the Saudi kingdom was
one of the poorest countries in the world. But over the course of two generations, this
country was able to make the leap from the Middle Ages to the present. The changes
were so massive and swift that the material traces of past life were literally wiped off
the face of the Earth.

In the middle of the desert, on the site of a village in which even the emir's palace

was built of clay, a four-million city has grown - the capital of the Saudi kingdom. It



was connected to other parts of the country by motorways. Literally from scratch, a
system of healthcare, education, and communications was created. Agricultural farms
and modern factories appeared in the lifeless sands.

And ahead of even more ambitious plans to turn Riyadh into a high-tech city. Only
for the initial stage of this grandiose plan - the construction of a high-tech park or an
information and telecommunications complex, it is planned to spend five billion Saudi
rials.

All metamorphoses of the past and plans for the future in the kingdom are involved
inoil. A quarter of the world's reserves are hidden in its sands. Huge revenues received
from the export of "black gold"”, the Saudi leadership invests in the development of
the country. In Riyadh, they understand that sooner or later the oil gusher will dry up,
so the royal authorities are trying to take the country away from dependence on the
sale of crude oil abroad.

Saudi experts have calculated that the reason for the current high prices for oil on
the international market is not its shortage, but the lack of sufficient processing
capacity. Based on this, the government of the kingdom decides to double the capacity
of refineries in the country in the next five years, bringing it to six million barrels per
day.

At the same time, a direction was taken to search for and develop natural gas
deposits. The Saudis plan to use it to ensure the operation of existing and newly created
petrochemical enterprises, desalination plants and new generation power plants.

The authorities of the kingdom are also hatching plans for the development of other
industries - from food to telecommunications. In addition to public money to finance
these grandiose projects, they hope to attract funds from foreign investors, the doors
to which are opening wider and wider, as well as private Saudi capital. During the
years of the oil boom, the Saudis accumulated hundreds of billions of dollars in foreign
bank accounts.

The examples can be continued, but nevertheless, the Saudi authorities are
confident that their efforts will ensure that the oil kingdom will not remain in the 21st

century a raw material appendage of a rapidly developing world, but will be able to



keep pace with it. The basis for such confidence is the breakthrough into modernity
that this country made in the last century.

The Kingdom of the Middle East has opened to foreign tourists: the authorities of
Saudi Arabia have announced the introduction of tourist visas. Residents of 49
countries of the world will be able to buy them for $80.

According to the Vision 2030 development plan, aimed at reducing oil dependence
and developing social spheres, Saudi Arabia should attract up to 30 million tourists
annually.

The Kingdom of Saudi Arabia hospitality market performance.

The COVID-19 crisis has impacted the hospitality sector in unprecedented ways,
causing key performance indicators to drop in all cities in the Kingdom of Saudi
Arabia (KSA).

Market indicators of Riyadh.

Riyadh recorded 49% occupancy in 2020, up from 60% in 2019, and the average
daily rate (ADR) was down 9% year-on-year to SAR 544. As a result, revenue per
available number (RevPAR) has declined. by about 26%, to 268 Saudi Riyals.

The Riyadh hospitality market started the year well, with the first two months of
2020 recording an improvement in both ADR and occupancy rates compared to 2019,
resulting in an increase

RevPAR by about 40%.

In contrast, COVID-19 related travel restrictions introduced in March have had a
direct impact on business travel in Riyadh, with the lowest recorded occupancy in July
2020 being 36%.

Around 850 new keys were delivered to Riyadh during 2020, including the opening
of Le Meridien Riyadh and Courtyard Riyadh Northern Ring Road.

Around 3,500 keys are expected to be delivered in 2021.

Business demand is likely to remain low as many companies severely restrict
travel, so incoming supply is expected to put additional downward pressure on both

occupancy and ADR.



An additional 5,300 hotel keys are expected to be delivered between 2022 and
2025. The implementation of projects and initiatives related to Vision 2030 will be

critical to increase market demand to absorb new supply.
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Fig. 3.1. Riyadh hotel performance, 2015 to 2020
Source: made by the author based on entity's data

Jeddah Market Indicators.

Jeddah's hotel occupancy rate was 37% in 2020 compared to 58% in 2019, while
ADR was down 35% year-on-year to SAR 613. As a result, RevPAR fell by 58% to
SAR 230.

The operation of hotels in Jeddah is partly tied to performance in Mecca, where
strict visitor restrictions were imposed between March and October. During this
period, Jeddah saw a decline in both ADR and occupancy, resulting in RevPAR down
to 80% compared to the same period in 2019.

While Jeddah started and ended the year on a positive note, eight months of
inefficiency resulted in a 58% decline in RevPAR in 2020 compared to 2019.

There were no significant new hotel openings in 2020.

About 2,700 hotel keys are expected to hit the market in 2021. In the short term,
hotels in Jeddah will have to use domestic tourism development to mitigate the
performance impact of these additional keys.

An additional 2,300 hotel keys are expected to be delivered between 2022 and
2025. In the medium to long term, the recovery of Jeddah's hotel market will depend

in part on the recovery of religious tourism in Mecca.
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Fig. 3.2. Jeddah hotel performance, 2015 to 2020
Source: made by the author based on entity's data

Makkah Market Indicators.

Makkah's 2020 occupancy was 25% in 2020, up from 61% in 2019, while ADR
was down 45%, to SAR 323. As a result, RevPAR fell by 77% to 81 riyals.

The COVID-19 pandemic has severely impacted religious tourism, with occupancy
down just 2% in the first week of March after Umrah visits were suspended.

The combined effect of double-digit declines in both ADR and occupancy resulted
in a RevPAR of 81 SAR, 4.4x less than the RevPAR seen in 2019.

As in Jeddah, there were no major hotel openings in 2020, although some 4,500
keys are expected to be delivered in 2021. While some of the hotel projects under
construction have been shelved, some have also been cancelled. Future deliveries will

include approximately 11,800 keys between 2022 and 2025.
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Dammam/Al Khobar market indicators.

Dammam/Al Khobar recorded an occupancy rate of 53% in 2020, up from 56% in
2019, while ADR increased by 1% yoy to 429 SAR. As a result, RevPAR dropped by
just 3% to 230 SAR.

The impact of the COVID-19 pandemic has been less significant compared to other
cities in Saudi Arabia, mainly due to an increase in domestic tourism. Overall, the
market saw a slight decrease in occupancy and a slight increase in ADR of 1.4%.

In 2020, three new hotels opened in Al Khobar namely The Ascott Corniche Al
Khobar, Centro Hotels by Rotana Corniche Al Khobar and Voco Al Khobar adding
550 rooms to the market.

Around 3,200 additional keys are expected to be delivered between 2021 and 2025.
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Fig. 3.4. Dammam / Al Khobar hotel performance, 2015 to 2020
Source: made by the author based on entity s data

Comparison of KSA to regional and global markets.
The COVID-19 pandemic, like other regional and global markets, has had a
significant impact on the Saudi Arabian hospitality market.
Pic. 3.5
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Adapting to changes and thriving in the new normal.

Reflection of business models.

The hospitality market has been one of the hardest hit by the COVID-19 pandemic.

The influx of hotel guests has been abruptly halted by regional and global travel
restrictions, leading to the temporary closure of some hotels.
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Fig. 3.6. Global market performance full year 2020
Source: made by the author based on entity's data

As demand for rooms declines, issues such as cash flow management and
financing/lending come to the fore, forcing hotel operators and investors to rethink
their strategies, focusing on improving productivity, operational efficiency and
reviewing management contracts.

COVID-19 has also led to changes in customer behavior, highlighting the need to

focus on digitalization and contactless technology.



Moving forward, hoteliers must continue efforts to diversify demand sources to
achieve a more sustainable balance between corporate and leisure demand. This
includes meeting the growing demand for extended stays as customers streamline their
trip into a "pleasure” trip, blending leisure with business travel.

Seizing new opportunities.

Tourism is undeniably a priority for KSA as they led the “Future Hospitality
Summit” in 2020 to brainstorm with leaders around the world from both public and
private sectors on reshaping the tourism landscape for recovery.

In June 2020, the Saudi Arabian Tourism Authority launched the Saudi Summer
campaign to promote domestic tourism and inspire local travelers. Most recently, the
Winter Around You campaign promoted tourism in 17 cities, 13 of which are
secondary.

To capitalize on the growth in domestic tourism, more than 90 different hotel and
resort concepts are currently under development and planned outside of four key cities:
Riyadh, Jeddah, Mecca and Dammam/Al Khobar i.e. mountains, deserts and beaches.
In addition to the Red Sea coast and Al-Ula, Tabuk, Abha and Jazan, which will also

undergo significant changes in their hospitality and tourism.
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The long-term prospects for the Saudi Arabian hospitality market look promising
as the development of government tourism projects will surely boost the growth and
development of the Kingdom's unique tourism industry in line with the Vision 2030

economic diversification program.



3.2 Implementation of new technologies in the enterprise’'s management system

Improving enterprise management based on the creation of an effective
information system must be understood, first of all, as a process of deep integration of
information technologies and business technologies into the practical activities of
managers at all levels. Information is one of the most important types of production
resources, and in the conditions of market relations, one of the urgent tasks is the
rational use of each unit of information in order to increase the beneficial effect of its
consumption. At the same time, it is assumed that there is a complete, reliable and
timely use of a set of information resources directly for enterprise management, as
well as for external users of economic information and regulatory authorities.

In this chapter we will consider suggested actions and adapt current strategy of
«WorkEmirates» LLC to the markets of the countries of Persian Gulf. Suggested
strategy we can divide on several blocks:

1. Development of telegram-bot.

2. Customizing of Instagram and Facebook Advertising.

3. Customizing of Instagram and Facebook account to sales platform.

4, Creation of account on TikTok platform, filling it with the relevant
content.

5. Cooperation with opinion leaders on the TikTok, Instagram platforms,
making collaborations.

6. Consolidation of data.

7. Estimating of the results.

First block — development of telegram-bot involves involvement of external
company for development of the bot. Firstly, with switching to the bot, user will have
a brief questionnaire about the request he has. Based on received answers and existed
database the bot will suggest to the customer the most convenient product within

available stock; the list of stores where this item is available; option to book the good



for trying at some particular time and store; option to book the good for some period
of time; and option to order the item online.

During the operation, bot will collect users answers, ant convert them to
database (table 3.1).

Table 3.1
Preliminary database formed by the bot
User Source Interaction Step 1 Step 2 Step 3 Step 4
@user 1 Instagram 1 1 1 1 0
@user 2 Facebook 2 1 1 1 1
@user 3 Telegram Ih 1 1 1 0
@user 4 TikTok 1 1 1 0 1

Source: constructed by the author

Column “User” can be correlated with the serial number of the user.

Column “Source” will collect the data from which platform customer has
reached to the bot. Further, this will help us to measure the effectiveness of promotions
on different platforms (banners in internet, social networks, personal
recommendations).

“Step N’ — will reflect the clicks user made, steps he has taken at the bot. Each
option on survey button will has its unique meaning of number of the step, which will
give us the information about requests user made, and which questions were the
triggers to stop session.

For example, user could come to the Step 3, where bot suggests him the item,
based on the request (table 2.1), but user doesn’t check where he could buy it or order,
thus, “Step 4” is equal to zero. But after, he comes back to the bot again, and checks
the store and orders the item. Then Step 4 and 5 will be “1”’.

Thus, column “Interaction” gives us the information about number of sessions
with the bot, which will also provide us with the information about how many attempts
user needs to become a customer.

Besides bot, we have to customize advertising of the brand among Instagram.
This may engage production of the content in appropriate format. We suggest to

prepare it for two target groups: corporate clients of offices and various companies



(60% of customers) and gamers and programmers (40%). Talking about opinion
leaders, or influencers, we need to understand that a charismatic blogger can gather a
huge audience that trusts his judgments, listens to advice - we don't even need to warm
up. This promotion may be more effective than others, but there are risks. If we make
the wrong choice of the influencer for advertising or the wrong cooperation, the
Investment may not be justified. There are main steps which we should make for
choosing appropriate influencers:

1.Formulation of advertising goals. Our goals are: to increase audience; increase
brand awareness; expand a client base.

2.Finding opinion leaders. There are special services that keep records of
popular bloggers, as well as provide services for the placement of advertising
campaigns, but you can also search manually. We propose to use catalogs (Publicfast
Discovery, Getblogger) and social networks.

3.Ranking and scoring There are many small or new players in the influencer
marketing market who offer their services to brands. This is not a bad option and you
can use it to your advantage. After all, if an influencer proposes himself, it means that
he is more interested in cooperation than you are. It is easier to negotiate with him and
easier to bargain. True, the result may be different — to the point that it will not be at
all. On the other hand, a strong PR or an account with hundreds of thousands of
subscribers does not guarantee rapid success either. Assessing the influencer, you plan
to work with requires a comprehensive approach.

4.Choosing a partner. We will work with different opinion leaders on different
platforms for different parts of our target audience. To reach biggest part of our TA —
corporate clients of offices and various companies — we will work with opinion leaders
on the Instagram platform. To reach gamers and programmers — the best idea is
TikTok. The reason of such differentiation is age of our TA. Young people use
preliminary TikTok, while Instagram has a wider audience and is popular among
young people and middle-aged people. During development of the Facebook account
we won’t use any opinion leaders because it is not necessary.

This block is customizing Instagram account to sales promotion platform.



The best is to roll out the feature at the official account @WorkEmirates. It
already has 10 thousand followers, 2.5 thousands of average engagement in
publications and 5.6 thousands of average users’ engagements in stories. This account
gives us much wider number of users every day, than all the stores in Ukraine has it
per day in total. In other words, there brand has all his customers in one place, no
matter where they are geographically located.

The account content preferably may be published in time of the highest
engagement of the users (figure 3.7), from 9 a.m. to 3 p.m. — when users are the most
active.

Two last block and one of the most important in long-term perspective is
consolidation of received data. As far company uses SAP for the records of its
activities, «WorkEmirates» LLC may need to buy a license for using and consolidation
the information within another platform, which we will need, to consolidate the data,
collected by the bot. For further data consolidation, processing and archiving, there
will be needed additional server and software for data analytics like Qlik or Power BI.
These softwires processing data from different sources (Telegram bot, SAP) and
presents all the results in the form of graphs, pivot tables and in with the indexes and

ratios we can request and program it in advance.
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Fig. 3.8 Recommendations for «WorkEmirates» LLC about the best time for Instagram activity

Source: sproutsocial

All the expenses for implementation of suggested activities are represented in
table 3.2. There also were added wages to employees who are needed to be engaged

to the processes.



Total amount of the expenses is 696 040 UAH, which will not cause incremental

changes on net income, which was equal to 1 055 191 UAH in 2019.

Basically, this set of actions provides company with two important

opportunities: diversifies promotional current strategy, provides additional platform

for public relations, new way of communication with target audience and provides

marketers with the metrics, which may help to follow the result of promotion prosses

faster.

Table 3.2

Estimation of expenses for implementation of suggested activities at

«WorkEmirates» LLC

(UAH)
Block of actions Specification Expenses
Bot coding 25440
Telegram bot rollout % =N i 'Sfervert' Tocied | 22000
onsolidation of all the information collected (wage per
ol 7 15000
Connecting to data analytics software 12300
0)% License for implementation of data collected in SAP to 20000
Data consolidation the software
Consolidation of all the information collected (wage per
Sdin (wage p 19000
Collaboration with bloggers (10 influencers) 120000
Creating the content 30000
Instagram
promotion Targeting advertisement in Instagram 50000
Maintaining company’s profile in Instagram (wage per
v ° myonti to SMM) 3 it 1Go09
Creating the content 10000
Facebook Targeting advertisement in Facebook 50000
promotion Maintaining company’s profile in Facebook (wage per 2800
month to SMM)
Collaboration with bloggers (10 influencers) 170000
Creating the content 60000
TikTok promotion Targeting advertisement in TikTok 70000
Maintaining company’s profile in TikTok (wage per month 4500
to SMM)
Total X 696040

Source: constructed and calculated by the author

To our point of view, implementation of suggested action could also be as a

preliminary indicator of condition of the market and help specialists in developing or

improvement of promotional strategy. These opportunities will not only maintain



current market share which brand holds but will also help to stay in the loop with the
customer and provide him with the right product at the right place faster.

Taking into account the transition of the country's economy to market
conditions of management, the methodology for creating information support as an
essential element of effective management of the development of an industrial
enterprise needs to be further developed. First of all, this concerns the definition of the
target function and structure of the information support system at each stage of
enterprise development, as well as methods for the formation and improvement of
information models for the economic management of industrial enterprises. New
rational management schemes based on information systems do not require large time
and resource costs, which, in turn, leads to significant cost reduction, increased
efficiency and competitiveness.

The introduction of information technology into the activities of the company
only at first glance represents a change in one of the four elements - "organizational
structures and systems”. In fact, this element is interconnected with the rest of the
components included in the system, and the imbalance will inevitably entail:

e achange in the tasks,

e types and characteristics of work and the quality of their performance;

e revision of informal relations (organization culture);

e staff resistance.

From the point of view of the use of information technology, almost the entire
set of companies on the market can be divided into four categories, in which:

1) in the process of development, various, unrelated systems for accounting and
managing an enterprise in certain areas of activity, such as sales, purchases,
warehouse, accounting, personnel, etc., have been introduced;

2) an integrated information system was introduced, developed “on order” and
including components from the listed list of possible modules, but not
corresponding to the modern level and the requirements of constantly emerging

new standards;



3) practically no information technologies are used (with the exception of
accounting) in the management of processes and resources; an attempt was
made to implement an industrial system, the characteristics of which correspond
to the requirements of one of the accepted standards (MRP, MRPII, ERP, etc.),
but the implementation result is unsatisfactory.

At present, a view has been formed of the organization as a complex open social
system, a mechanism that takes input elements from the environment external to the
organization and subject them to various transformations, resulting in output elements.

Thus, the introduction of information technology would be wrong to consider
as a self-sufficient process of changing one of the elements of the model. In fact, it is
part of a more general process of change that affects all components of the system in
question, affecting the organization as a whole. Making changes without considering
this influence can lead to unpredictable consequences.

Any industrial ERP system offers many modules for implementation: sales
planning, production planning, inventory management, financial module, warehouse
accounting, etc. Which of the proposed options should be implemented first, which
should be implemented second, and which will not be required at all? Changes in the
soft system should be started from the first stage of the OR methodology, and only at
the stage of setting goals, the process of introducing new information technologies
should be considered as one of the many components of development activities. Below
Is a possible list of stages that need to be passed in order for the process of setting a
problem, developing and implementing a solution to be most efficient and effective.

Further, assuming that at this stage the process is branching into a set of parallel
events, we will trace only one process - the process of implementing an IT solution.
Having a model presented in the form of a description of the processes, structure,
systems and regulations that should be implemented as a result of the implementation
of the information system, it is possible to prioritize the sequence of actions and
determine which of the modules should be implemented first: warehouse, supply,

production or finance. But in this case, do not rush.



Thus, when deciding on the implementation of information technologies, the
following sequence of actions is recommended:

1) formulating a coherent image, vision of the future of the organization;

2) a written description of the shared vision;

3) mission statement;

4) development of the organization's business model;

5) diagnostics and analysis of the current state;

6) implementation of the Workflow system;

7) selection of the core of the information system and additional software;

8) design of the future system;

9) consistent implementation of the modules of the developed solution.

COVID-19 negatively affected the hotel and restaurant business in general around
the world, however, after a short shock, countries began to come to their senses and
take measures in which this business can remain profitable, and in some cases even
develop. Since the main part of the candidates and clients of «WorkEmirates» LLC
are people from the CIS countries, not all of the candidates were ready to make
vaccines, many still do not have them, since vaccination is not as developed in the CIS
as in the EU countries, the countries of the Persian Gulf, USA, UK, Israel, China, etc.
However, there were options to bypass vaccination by doing PCR tests on a regular
basis. Many residents of the CIS dream of leaving to work in warm countries where
the average salary in this area is several, or even dozens of times higher. Therefore,
during the epidemic, there was no end to the candidates. Ukrainians, Russians,
Belarusians, Kazakhs, Georgians, Armenians, Uzbeks, Romanians, Bulgarians and
many others applied to this company for employment.

Since the beginning of Russia's invasion in Ukraine, «WorkEmirates» LLC stopped
working with Russians. Of course it affected the volumes and revenue, but it's not
where the company looks for profit. The director is a real patriot. Since the beginning
of the war, the company has made the employment program free for Ukrainians,
without losing profits, because foreign partners turned out to be very sympathetic and

made up the difference themselves.



Like the whole of our country, the last couple of years have not been easy for
«WorkEmirates» LLC, nevertheless, the company remains afloat with a good profit.
Regarding competitiveness, | can say that against the backdrop of the war, the
company became even stronger, because the best recruiting agencies in the CIS were
in Ukraine and Russia. Most brands have stopped cooperation with Russian
companies. At the beginning of March 2022, the company opened an office in the
capital of Saudi Arabia - Riyadh. The company does not stop there and enters other
areas offering its services as a recruiting agency. In addition to the well-developed
hotel and restaurant industry, the company wants to enter the medical employment, IT

and industry markets soon.
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Fig. 3.10. Profitability of «WorkEmirates» LLC, 2017-2021

Source: made by the author based on entity s data

The main direction of restructuring the management structure and its radical
improvement, adaptation to modern conditions has become the massive use of the
latest computer and telecommunications technology, the formation of highly efficient

information and management technologies on its basis.
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The means and methods of applied informatics are used in planning,
management, marketing and other areas of management and regulation of enterprises.

New technologies based on computer technology require radical changes in the
organizational structures of management, its regulations, human resources,
documentation system, recording and transmission of information. Of particular
importance is the introduction of information management, which significantly
expands the possibilities for companies to use information resources.

The development of information management is associated with the
organization of a data and knowledge processing system, their consistent development
to the level of integrated automated control systems, covering vertically and
horizontally all levels and links of production and marketing.

Of course, the company tries to help its homeland - Ukraine as much as possible.
Today it is very important that media persons/companies open people's eyes, motivate
them to help each other.

Considering today's realities, help with employment is needed and important for
Ukrainians more than ever. And the company helps every willing Ukrainian with this
without taking a penny from him. Today in Ukraine there are serious problems with

work, and finding a job with a normal salary becomes even more difficult task.



CONCLUSION

Management of foreign economic activity is associated with the application of
general ideas and management concepts in all forms of foreign economic activity. The
essence of the management of foreign economic activity is a comprehensive study and
modeling of the international environment, combined with the well-established
interaction of all departments and officials of the organization in the interests of the
productive achievement of certain strategies.

The management of foreign economic activity is closely connected with
international management. Management activities are always based on the basic rules
observed by managers and specialists of the management apparatus in the process of
making certain decisions. These rules can be declared in special documents or be a
kind of tradition, norm, custom. Most often there is a combination of both.

Entering international markets, each enterprise must, first of all, choose the most
appropriate type of foreign economic activity.

«WorkEmirates» LLC is the company which is very successful in hospitality
recruitment niche. They are deeply in trends and perspectives of the industry.
Nowadays and before, the company copes with difficulties / bad circumstances and
remains afloat with a good profit. Always developing and not standing on the same
page they entered different countries among the world.

The recruitment and placement function is an important aspect of the hospitality
management industry. The success of this industry lies solely in human resources.
Mintzberg believes that "human resources are the best asset a company will have if it
Is well managed." This means that if organizations recruit the right team, the
organization will grow upwards. Management should also motivate staff as much as
possible through regular training and incentives.

The selection process should be carried out with great transparency and
professionalism. The hospitality industry being primarily a service delivery industry,
the hired personnel must be highly qualified in order to achieve the organization's set
goals of providing maximum customer satisfaction. Therefore, there is a need for the

selection of highly qualified and motivated personnel.



Placement should be done based on the person's qualifications and response to
training. Careful evaluation is necessary to evaluate the strengths and weaknesses of
the individual before placement. Finally, managers must create an environment of
respect and leadership that gives employees the confidence that excellent service is
delivered with the passion needed to delight and retain guests.

The personnel management system in international corporations consists of such
subsystems as: planning, search, selection and hiring; staff adaptation; staff
development and motivation; assessment and certification of personnel

The personnel management structure of an international corporation includes the
main holding company and structural divisions. The structure of personnel
management in structural divisions includes a tactical subsystem, which is entrusted
with the functions of organizing the recruitment of labor, training, retraining and
advanced training of personnel, organizing the distribution, movement, promotion,
and dismissal of employees; evaluation and provision of recommendations for their
future career; current accounting and planning of personnel needs and a strategic
subsystem focused on the development of personnel policy based on the analysis of
the structure of personnel, efficiency in the use of working time, forecasts for the
development of production, employment, and the strategy of the corporation.

Personnel management in the structural divisions of international corporations is
carried out on the basis of such elements as: personnel planning, search and selection
of personnel, recruitment and adaptation of personnel, development and motivation of
personnel.

The personnel policy of international companies is formed by economic, social,
institutional and multifunctional reasons. It is developed at two levels: strategic and
tactical.

Personnel services play a special role in using the labor potential of employees in
an international corporation. In international practice, there is a distinction between
the personnel services of the headquarters of the corporation and the personnel
services of the structural divisions of the corporation, each of which has certain

functions.



In the human resource management system of an international company, corporate
culture plays an extremely important role. The mechanism for the formation of
corporate culture can be implemented at the global, national, corporate and personal
levels and assumes the presence of a two-tier structure of managerial personnel: at the

level of branches and at the level of the main or regional headquarters of the company.
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APPENDICES

Application A
JOI'OBIP
ITPO HAJJAHHAA
HHOCJayYyr
M. KuiB «_» 2021 p.

«WorkEmirates» LLC, Boco0i1 ®aprymuoi A.A., skuil 11 € Ha mijcTasi,
B nojanbiioMy «BukoHaBelb» 3 0aHIET CTOpoHU, Ta TOBApPUCTBO 3 00MEKEHOI0
BignoBinaabHicTio «WorkEmirates» LLC, B mogansiiomy «3aMOBHHK», B 0CO01
reHepanbHoro aupexropa @aptyiiHoi AHactacii AHaTOITBHY, IO Ji€ HA MIJCTaBi
Craryty 3 iHIIOI CTOpOHH, Hamall pazoM — «CTOPOHM», a KOXEH OKPEMO —
«CrtopoHay, ykianu 1iei Jlorosip npo HacTymHe:

1. MIPEAMET

3a nium JloroBopoMm BukoHaBelb 3000B’13y€ThCA 3a 3aBAAHHSAM 3aMOBHUKA HA/IaTH
NOCJIYTH 3 MOIIYKY Ta Bin0opy (axiBuiB y chepi 0OCIyroByBaHHs, A 3aTyUEHHS
TakuX 0c10. 3aMOBHHMKOM SIK TIPS THUKIB 3 HAJIJaHHS BIAMMOBIAHUX MTOCTYT HA OCHOBI
IIUBUILHO-TIPABOBHUX 200 TOCMOAAPCHKO-TIPABOBUX JOTOBOPIB (Haaalli 3a TEKCTOM —
daxiBenp (-111)), 10 3aJOBOJIbHSIIOTH BCTAaHOBJICHWM BHMOTaM 3aMOBHHUKA, B
MOpSIIKY 1 Ha yMOBax, OOYMOBJICHUX IIMM JloroBopoMm Ta BIANOBIIHUM
3aMOBJIEHHSIM, @ 3aMOBHHK 3000B’SI3y€ThCSI MPUUHATH 1 OIJIATUTH TaKl MOCIYTH
(mami - [locyrn).

[lepenik Ta BapTICTh MOCIYT y3rOKYIOThCS CTOpOHaMH B 3aMOBJICHHSX, 110 TICIIS
MiIMMCaHHS CTAlOTh HEB1J €MHUMHU YacTMHAMU AaHoro Jlororopy.

2. BAPTICTD TIOCJIVYT. TIOPAJJOK PO3PAXYHKIB

2.1. Bapricts Ilocnyr BusHauaerbess CTOpOHAMU 3TiTHO 3aMOBJIEHBb, BUXOIIYH 3
1iH, Bu3HaueHnx y Jlomatky Nel mo manoro JloroBopy.

Y  Oyap-skomy Bunaaky BaprTicth Ilocayr 3a KOXHOTO MpECTaBICHOTO
Buxonasiem (haxiBiisi, BA3HAYAETHCS TICIISI TPOBEICHHST 3aMOBHUKOM CITiBOECIU 3
daxiBmeM Ta BU3HAYEHHS MWOro BIAMOBIZHOCTI BHUMOTAM, BCTAaHOBJICHUM Y
3amoBiieHHl. Y pa3si, Km0 ¢axiBelb HE BIAMOBIIA€ BCTAHOBICHHUM 3aMOBHUKOM
BUMOTaM, OJTHAK 3aMOBHUK Oa’kae MPOTIOBKUTH 3 HUM CHIBIpaIio, BapTicth [locmyr
BukoHaBIs BU3HAYAE€THCS BUXOIAYU 3 (PAKTUUHOI BIMIMOBIIHOCTI (haxiBI MMEBHIN
TTO3MIII.

2.2. 3aMOBHUK He oriadyye BHKOHaBINO MOCIYTH, Ha/IaH1 HUM 32 3aMOBJICHHSIM, SKE
Oy110 cKkacoBaHO 3aMOBHHKOM.

2.3. 3arampHa BapTICTh MHOrO JIOTOBOpPY CKIIamaeThCs 3 3arajibHOI BapTOCTI
ITocayr, nHamanux BukoHaBIleM Ha mTiACTaBl 3aMOBJIEHb, Ta OCTAaTOYHO
y3rojkyetbest CTopoHamu B AKTax NpuiMaHHs — nepejadl HalaHuX HOCTYT.

2.4. CTOpOHU MMOTOIUIH, III0 BAPTICTh MOCTYT BUSHAYAETHCS B YKPATHCHKIN BATIOTI
rpuBHI 32 Kypcom rpuBHi g0 nonapa CILIA no kypcy, Bctanosieny HBY na naty



BHUCTABJICHHS PaXyHKY.

2.5. Omnara mociyr 3I1MCHIOEThCS Ha TMIACTaBl BHUCTaBlIeHMX BukoHaBiem
PaxyHKIB, 3 YpaXyBaHHSM MOJIOXKEHb  II. 2.6. JloroBopy, IUIIX0OM MepepaxyBaHHs
IPOLIOBUX KOIITIB HAa pPO3pPaxXyHKOBHM paxyHOK BukoHaBus mnpotsirom 15

g'l’ﬂTHaIIHSITI/I) KaJIeHJapHUX JHIB 3 1aTU BUCTABJICHHS paxyHKy BukoHaBLeMm.
.6. Tlopsgok omnatu Ilocnyr:

26.1.3amoBHuK 3aiiicHioe omnaty [locnyr BukonaBus B po3mipi 50% Bin
BapTocTi [Tocayr, BU3HaueHUX BiIMOBIIHO 70 1. 2.1 1boro JloroBopy, micis mo4aTrky
HajaHHs (axiBLEeM MOCHYr 3aMOBHHMKY Ha TMiCTaBl IIMBUILHO- MPaBOBOrO abo
roCIoAapChKO-MpaBOBOIO JOTOBODPY.

2.6.2 Omutary apyroi yactunu Baptocti [lociayr Bukonasis B po3mipi 50% Bif

BapTocTi Ilocnyr, BU3HaueHux BIAMOBIAHO 10 M. 2.1 mporo JloroBopy, 3aMOBHUK
3MIMCHIOE MICHS CIUIMBY 3 (TPbOX) MICAIIB 3 JaTH MOYATKY HaJaHHS (axiBIeM
nocayr 3aMOBHUKY Ha MiJICTaB1 IIUBLIBHO-TIPABOBOI0 400 rOCIO1apChKO-TIPABOBOTO
JIOrOBOPY, 3 HACTYIIUM MIAMMCAHHAM AKTY NpUAMaHHS — Nepeaayl HalaHUX MOCIYT.
2.7. lTlocnyru BBaxaloTbCs HAJAaHUMHU IICHAS (PAKTUYHOTO TMOYATKY HaJaHHS
(axiBieM nociayr 3aMOBHHUKY Ha MiJCTaBl IUBUIbHO-IIPABOBOTO a00 rOCO1apChKO-
NPaBOBOTO JIOTOBOPY, 3 ypaXyBaHHSAM MOJIOXKEHBb CcTaTTi 5 maHoro Jlorosopy, 110
HIATBEP/KYEThCSI AKTOM MPUIMAaHHS — Nepeadl HalaHuX MOCIYT.
2.8. BukoHaBellb HampaBiisi€ 3aMOBHHMKY AKT NMpUHAMaHHA — Mepenayi HaJgaHUX
nociayr. 3aMOBHUK 3000B'A3aHUN MIAIMUCATH 1 MOBEPHYTH AKT NpUMaHHS —
nepenayl HaJaHUX Mociyr BukoHaBIio a0 HanpaBUTH NUCHMOBY apryMEHTOBaHY
BIAMOBY Bij Horo nignucanHs. [Iponec po3rinsany BukoHaBuem 3ayBakeHb 10 AKTY
NpuiiMaHHs — IepeAadl HaJaHUX MOCAyr HE MOKe IepeBuIlyBaTd 3 (TphOX)
poOOUYNX THIB 3 MOMEHTY iX OTPUMAaHHSL.

3. OBOB'A3KN 3AMOBHUKA.

11. Hamatn BukonaBito moBHy iH(GOpMaIIiiO PO CHeIialbHOCTI, KBaTiQikallii,

PO3Mip BHHATOPOJIM, XapaKTep HaAaHHs MOCTyr (axiBieM, 1HIII YMOBH Ta BUMOTH,

SIK1 BUCYBAIOTBCS 10 (haxiBIIsl.

12. Posrismatu 3anpornonoBani BukonaBiem kanauaatypu (axiBIliB Ta

iHGOPMYBaTH MPO MPUIHHHU BIIXUICHHS MOIaHUX HUM (haxiBIIiB.

13. Brpogosx 10 pobounx aHIB 3 MOMEHTY MOYATKY CIIBIpalli ¢paxiBis 3

3aMOBHHMKOM, KaHIUAATypa SKOro Oyia migiopana BukonaBiem, moBiqOMUTH TIPO

e BukonaBus.

14. OmmauyBaTy MOCIyru BUKOHABI B po3Mipax, 3a3HAYCHUX BIATIOBIIHO A0 CTATTI
2 1poro Jlorosopy.

15. 3aMOBHMK HE 3000B'SI3aHUI OIUIauyBaTH MOCIYrd BUKOHABII, SKITO KaHIUAAT

0COOHMCTO 1 33 CBOEIO 1HIIIATUBOIO 3BEPHYBCS /10 3aMOBHHUKA 3 MPOIMO3UIIEI0 TIPO

MOYATOK CITIBIpari abo Mpo MpareBIamTyBaHHsA, B TOMY YHCII TOJABIIA CBOIO

KaHAUAATypy Ha BIAKPHUTI MO3HUIil 3aMOBHHKA, JO TOTO, SK Takuil (axiBenp OyB

npeacraBneHnii BukonaBieM Ta micns crumBy 3 (TPhOX) MICSIIIB MICHS TOTO SIK

Takui KaHauaaT OyB mpeacTaBieHu BukoHaBIeM.

4. ObOB'SI3KM BUKOHABIIA.
16. Hanexnum umHom HagaBatu Ilociyru, mnepenbaueni nanum JloroBopow,



3a0e3neuyBatu AKICTh [lociyr BIAMOBIAHO 10 BUMOT, Y3roJKEHHX BUKOHaBIEM 3
3aMOBHHUKOM.

17. Ilpu HEeMOXIIMBOCTI, B iependayeHuil uuMm /{oroopom a00 3aMOBIIEHHSIM CTPOK,
Hagatu [locayru, HeraitHO MOBIAOMUTH PO 116 3aMOBHHUKA.

18. [lpencraButu 3aMOBHUKY Ha KOKHOTO PEKOMEHJ0BaHOTro (paxiBiis npodeciiine
pe3toMe, siKke BKJIIoUae B cebe BCl He0OX11H1 3aMOBHUKY BIJOMOCTI, a TaKOX MICIIs
pobotu daxiBug, nepiog podOOTH B TIH 4W 1HINIA OpraHizailii, 3aiiMaHi B IUX
OpraHizalisix nocajau, OCHOBH1 O1orpa¢iuHi AaHi. '

19. OpranizyBaTi 3aMOBHHUKY criBOeciny 3 BiniOpaHuMu (paxiBisiMu.

110.He nmpomonyBatn po0OOTYy MIApsSAHUKAM/QaxiBIsM 3aMOBHHKA, SKHX
npencTaBuB 3aMOBHUKY BukoHaBelb, mpoTsaroM TepMmiHy Jii uporo [orosopy, a
TaKO MPOTSITOM OJHOTO POKY MICHs TpUIIMHEHHS Aii 1boro JloroBopy, a Tak camo
daxiBugsM/miapsgHUKaM 3aMOBHMKA, 3 SKHUMHU KOHTAaKTyBaJM MpEJACTaBHUKU
BukonaBis B mpolieci HalaHHs MOCHYT 3a AaHuM JloroBopom.

5. TAPAHTIMHI 30BOB’SI3AHHS

111.BukonaBels Hajmae 3aMOBHUKOBI 3-MICSYHY rapaHTiiO, KA OOPaxoBYEThCS 3
MOMEHTY T[I0YaTKy HaJaHHSI TOochayr QaxiBieMm, NpeacTaBieHUM BukoHaBieM
3aMOBHUKY, Ha IIJCTaBl IMBUIbHO-TIPABOBOTO a00 TOCMOJAPChKO- MPABOBOTO
J0roBOpYy. Y pa3i MpUINIMHEHHs cmiBopami 3 (axiBiemM 3 Oyab-KOoi NpUYUHU
IOPOTATOM 3a3HAYCHOTO TEPMiHy, BHKOHaBeIb 3/IHCHIOE TOMIYK i HaNpaBJICHHS
HOBO1 KaHAUJaTypHu ¢axiBis 0e3 30UIbIICHHS JOTOBIPHOI I[IHM 1 0€3 J10AaTKOBOi
omnatu. Ilicns oTpumanHs Big 3aMOBHUKA MUCHMOBOTO 3aMOBJICHHSI Ha 3aMiHY
daxiBus, crmiBmpans 3 SKUM IPUIIMHEHa, BukoHaBelpb 3000B's3aHMI 31HCHUTH
3aMiHy (axiBIis.

112'Y BUIAJKy TapaHTiiHOT 3aMiHM (axiBIl, Apyra 4YacTHHAa BapTOCTI IOCIYT
BuxonaBns 1o migbopy (axiBig, SKOro mNOTpiOHO 3aMIHHTH, OIUIAYYETHCS
3aMOBHUKOM ITIiCJIsl YCIIIIHOI cImiBIpaiti 3 QaxiBuem, minidpanuMm BukonaBmem
3aMICTh MONEPEAHBOTO, MPOTITOM TPHOX MICAIIB. Y pa3i skimo BukoHaBenb He
3aMIHUTh (axiBIlg BIAMOBIAHO 1O yMOB NYyHKTY 5.1 manoro J[loroBopy, BiH
3000B's13aHUI TTOBEPHYTH 3aMOBHUKY BapTicTh [lociyr, criiaueHy HUM 3a Takoro
daxiBusg. Kanammar BBaKaeTbcsl 3aMIHGHMM IIICJIS  YCHIITHOI  CIIBIIpalli 3
3aMOBHHMKOM MNPOTSATOM TPbOX MICSIIB 3 MOMEHTY MOYaTKy HaJaHHSA MOCIYr Ha
MiFCTaBl MUBUIBHO-TIPABOBOTO 200 TOCIOAAPCHKO- MPABOBOTO JOTOBOPY.

113 Y pa3i HeBUKOHaHHSI BukoHaBIeM 3000B’S3aHHS 13 3aMiHM KaHAWIATa Y
MOPSAAKY TepeadadeHOMY JTaHOI0 cTaTrTero 5 JIoroBopy, a TakoX SKIO 3aMiHCHUN
KaHJIUJAT BUSIBUTHCS TaKUM, 10 HE BIJNOBiIA€ 3asBICHUM 3aMOBHUKOM BUMOTaM,
MICHs CIUIMBY TPHOX MICSINIB 3 MOYATKY CHIBIpaIl 3 3aMOBHHUKOM, BukoHaBelb
3000B’s3ye€Thest  crtatuTy mTpad y posmipi 100% Bim Baprtocti Ilocmyr,
BH3HAYEHUX BiAMOBimHO A0 1. 2.1 mporo JloroBopy. Takuii mrpad yTpumMyeThes
3aMOBHUKOM CaMOCTIHHO 3 CyM, SKi MIArarTh ciuiati BUKOHAaBIIO 3a MM
JloroBopom a00 Oyab-SIKUM IHITUM JTIOTOBOpPOM 3 BrKOHaBIeM. Y TakoMy BUIAIKY
3aMOBHHK HE BUIUIauye BUKOHABIIO IpyTy YacTUHY BApTOCTI mociyr BukoHaBis y
pPO3Mipl BU3HAYEHOMY BIAMOBIMHO J0 cTaTTi 2 1mporo JloroBopy. A BukoHaBelb
3000B'A3aHUN MMOBEPHYTH 3aMOBHUKY BapTICTh MOCIYT, CIUIAY€HY HUM 3a TaKOro
KaHJuaTa BIAMOBIAHO 10 cTaTTi 2 [{oroBopy.



6. BIAIIOBIJJAJIBHICTH CTOPIH.

114Koxna CtopoHa 3000B'I3y€TbCS BUKOHYBAaTH CBOi 3000B'A3aHHS HAJEKHUM
YUHOM 1 cripusATH HII1H CTOPOH1 y 1X BUKOHAHHI.

115Y pa3i HEBUKOHaHHs 3aMOBHUKOM 3000B’A3aHb 11070 oruiatu [lociyr y ctpoku,
nependayeHi crarrero 2 1poro JJorosopy, 3aMoOBHUK BUILIauye BrkoHaBIIO MIEHIO B
po3Mipi oJB1iHOT 00J1ik0BO1 cTaBku HBY 3a koXeH JeHb NpOCTpOUEHHS IIaTexy.

116. Y BUMAJIKy NOPYIIEHHA 30008’ A3aHHs, iepeadaueHoro 1. 4.5. nanoro Jlorosopy,
BukonaBenps Bumiayye 3aMoBHUKY wmitpad y po3mipi 100% wiHM BIATOBIAHOL
no3uilii axiBIis.

117.3a Oyab-sike nmopyueHHs 1poro JJoroBopy CTOpOHM HECYTh BiIOBIIAJIBHICTh
BIJIMOBIAHO /10 HOPM YMHHOTO 3aKOHOJIABCTBA Y KpaiHM.

7. DPOPC-MAXOPHI OBCTABHWHN.

118 Y BUIAAKY BHUHHUKHEHHS OOCTaBUH HeNepeOOpHOi CHJIM, $KI pOOJSATH
HEMOXKJIMBUM TIOBHE a00 dYacTKOBE BHKOHAHHS 3000B's3aHb 32 IIUM
JloroBopoM, Takux sK: CTHUXIWHI JiUXa, BIMCBKOBI KOH(IIIKTH, embapro,
CTpaiiKH, JIOKayTH, 3aKOJIOTH, KOMYHaJIbHI aBapii, akTH Ta 3a00pOHU OPraHiB
JIep’KaBHOI BJaau a00 MICHEBHUX OpPTraHiB CaMOBPAYBaHHS (HE3BaXKalOuu Ha
iX 9acToTy, MEepiOAMYHICTh, 3BHYAWHUN UM CC30HHHH XapakTep), a TaKOoX
OyAb-AKl1 1HII1 OOCTaBMHU 11032 MOXJIMBOTO KOHTpodto CTOpiH, TEpMIH
BUKOHAHHS 3000B'SI3aHb BIAKIANAETHCSI HA TMEPiOA, BIPOJIOBK SKOTO
JTISATAMYTh TaKi OOCTaBMHU 32 YMOBH JOJEPKaHHS MOTEPIIION BiJl TaKUX
obctaBuH CtopoHoto 11 7.2. nuporo Jlorosopy.

119.  CropoHa, s SKOi CKJaJlach HEMOXKJIMBICTh BUKOHAHHS 3000B's13aHb 3a IIUM
JloroBopoM, TIOBMHHA HEBIAKIAAHO TMoBiAOMUTH iHIY CTOpoHY Yy
NMCbMOBOMY BHIVIAJI MPO MOYATOK Ta KiHELb BU3HAYEHUX

8. INIOPAIOK BHUPIINEHHA CIIOPIB.

120.  Yci cnopd, 10 BHHHKAKTh 3 I1b0T0 JloroBopy abo moB's3aHI 13 HUM,
BUPINIYIOTHCS HUIAXOM IEePEroBopiB Mik CTOpOHAMHU.

121 SIxuro BiAMOBIAHUHN CITIp HEMOKJIMBO BHPIIIUTH NUISXOM TIEPETOBOPIB, BiH
BUPINIYETHCS B CYJOBOMY TOPSAKY 3a BCTAHOBJICHOIO TIABIAOMYICTIO Ta
MIACYAHICTIO TaKOro CHOpPY BIAMOBIHO IO YHMHHOrO B YKpaiHi
3aKOHOJIaBCTBA.

9. TEPMIH JII IOIOBOPY. TIOPSJIOK PO3IPBAHHS

JIOTOBOPY.

122, Jlanwmii JloroBip BCTymae B CWIIy 3 IaTv MiaAmucaHHsA ioro oboma CTopoHamMu
1 aie mpoTsiroM 1 (oHOrO)
POKY 3 J1aTH MiAMUCAHHSI.

123 3akiHueHHS CTpoKy 1poro JloroBopy H©He 3BuUThbHS€ CTOpOHH BiX
BIJIMOBIIAJIBHOCT1 32 MOT0 MOPYILIEHHS, K€ Majo MICLE MiJ 4Yac Jli [[bOTO
Jorosopy.

124, 3000B'si3aHHS 3aMOBHHKa IIO OIUIaTl HAJaHUX TOCIYr 1 3000B si3aHHS
BukonaBist mo 0€3KOIITOBHIM 3aMiHI KaHIWJIATa, 3 SIKUM OYJI0 MPUIHUHEHO
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CHIBIIpALf0 3 OyIb-KUX MPUYMH, 3aJUIIAIOTHCS B CHUJIl JO BUKOHAHHSA LUX
30008’ s13aHb.

Sxuro iHIe npsiMo He nepeadayeHo num JloroBopom abo YUHHUM B YKpaiHi
3aKOHOJABCTBOM, 3MIHM Yy Lied JloroBip MOXyTh OyTH BHECEHI TUIbKHU 3a
noMOBICHICTIO CTOpiH, sika 0GOPMITIOETHCS JTOJIATKOBOIO YI'OJIOK0 /10 1BOTO
Jorosopy.

3minun y ueir JloroBip HaOMpParOTh YMHHOCTI 3 MOMEHTY HaJEeXHOTrOo
opopmiierHs: CTOpoHaMH BIATIOBIAHOT 10AATKOBOT yro/iu 10 1Ib0T0 J[orosopy,
SIKIIIO 1HIIIE HE BCTAHOBJICHO Y caMiil JOJIATKOBIM yroi, nbomy Jlorosopi abo
y YUHHOMY B YKpaiHi 3aKOHOJaBCTBI.

3aMOBHHK Mae€ MpaBo y OyJb-SIKMH Yac 10 3aKiHYEHHS TepMiny Aii JloroBopy
po3ipBaTH MOro WUISIXOM HAIpaBJICHHS BIAMOBIIHOTO TMOBIAOMJICHHS
Buxkonasirio 3a 10 (kanenmapHux AH1) A0 0a)KaHOi JaTy PO3ipBaHHS.

Le#t JloroBip BBaXaeThCsl pO3IPBAHUM 3 MOMEHTY HaJIEKHOIO O(OPMIICHHS
CropoHamMy BIMOBIIHOT JI0IATKOBOT yroJiy 10 11boro JloroBopy, sIKio iHiie
HE BCTAHOBJICHO Yy caMiil JOJATKOBIM yro/i, bomy JloroBopi abo y YnHHOMY
B YKpaiHi 3aKOHO/1aBCTBI.

2. 10. THLIT YMOBMU.

Ycsa  moKyMeHTalis, ckiaajeHa Ta mignucaHa CTOpOHaMHM B MOPSAKY
BUKOHAHHS 1bOT0 JloroBopy € HOro HeBiJl’€MHOI YaCTUHOIO 3a YMOBHU ii
CKJIQJICHHs Yy TMHChMOBIM (opMi Ta MIANMHCAHHA YIOBHOBaXXCHUMU
CropoHamu.

[Ticns mipnucanns nporo JloroBopy BCi morepeHi neperoBopu, TUCTYBaHHS,
HoTepeIH1 YroAW Ta MPOTOKOJIU PO HAMIpH 3 MUTaHb, IO TaK YW 1HAKIIE
CTOCYIOTBCSI YMOB 1IbOT0 JIOTOBOPY BBAKAIOTHCS TAKUMH, IO BTPATHIIN CHITY.
CtopoHHM BHU3HAYAIOTh, IO BCl MMOBIpHI MpereH3ii 3a 1uM JloroBopom
noBUHHI OyTH po3risiHyTi CTOpOHAMHU YIPOJOBXK MICSIST 3 MOMEHTY il
OTpUMAaHHS Y TUCBMOBIH (hopMmi.

HenilicHiCTb QKpeMUX MOJIOKEHB 11Or0 JIoroBOpY HE TIATHE HEIMCHOCTI yMOB
Jloroopy B UIOMY.

X 11. TIPUKIHUEBI ITOJIOKEHHAL.

Le#t JloroBip BBaXKa€ThCs YKIIAEHUM 1 HAOUpAaE YUHHOCTI 3 MOMEHTY HOTO
HiIMMCaHHs YIIOBHOBAXEHUMU TpeicTaBHUKaMu CTOPiH Ta HOTO CKPITICHHS
neyatkamu CTOpiH (3a X HAsIBHOCTI) Ta 3aKIHYY€ETHCSA Y BCTAHOBJICHI CTPOKH,
ane B Oyap-KOMY BHUIIQJKy — HE paHillle HDK 10 TOBHOTO BHKOHAHHS
CtopoHamu B3aTHX Ha ceOe 3a J[oroBopoM 3000B’s13aHb.

Ile#t JloroBip ykiaaeHui mpu MOBHOMY po3yMiHHI CTOpOHAMH HOTO YMOB Ta
TEPMIHOJIOT1] YKpaTHCHKOIO MOBOIO Y JBOX aBTEHTUYHHX MPUMIPHUKAX, SKi
MarTh OJIHAKOBY IOPUJIUYHY CUILY, - IO OJTHOMY JUIsl KOkHO1 31 CTOpiH.
Croponu 3000B'3yI0ThCS HE TIEpeAaBaTu (B TOMY YMCI1 HE PO3TOJIONIYBATH )
y Oyab-skuil cnocid TpeTiM ocodaM KOH(IACHIINHY 1HPOpMAIlito, 10 SKOi
BOHU BiJiHECIU OYyIb-sKY 1HGOPMAIIIO PO IXHIO ASUTBHICTh, OTPUMAaHy MpHU
yKJaJeHHI Ta BUKOHaHHI Lboro Jlorosopy. Ilepenaua CTOpoHOIO TpeTiM



34.

35.

36.

oco0aM JTaHUX, U0 CTAHOBIISITH KOHPIACHIIIHY 1H()OpMaILito, 103BOISIETHCS
JMIIE€ 3 MUCbMOBOI 3rofau 1HOI CTOPOHU, 3a BUHATKOM BHUIAIKIB, KOJIH
BUMOra npo il HaJaHHSI Mpea'sBICHA KOMIIETCHTHHM OpraHoOM Y
BIJIMOBIIHOCTI /10 YUHHOTO 3aKOHOJABCTBAa YKpaiHU.

YMoBU TIpo HE nepefaHHs (B TOMY YHUCII HEPO3TOJIOUIEHHS) Y OyAb-sKHii
cnoci0 KoH(imeHuiitHOI i1H@opMalii 30epiraloTb CBOIO CHILy TPOTATOM
cTpoky Aii JloroBopy Ta npoTsirom 3 (TphOX) POKiB 3 MOMEHTY NPUITUHEHHS
aii JloroBopy. 3a po3roJyiomeHHss KOHPIAEHIIHHO1 1H(pOopMaIlli BKa3aHoi B II.
11.3. uporo [doroBopy BuHHa CTOpoHa Hece BIAMOBIJAIBHICTH Y pO3MIpi
3aBJaHO]I IIKOJU.

BianogigHo 1o 3akony Ykpainu «IIpo 3axuct nepcoHanbHuX gaHux» Big 01
yepBHs 2010 poxy Ne2297-VI, BukoHaBeub Hanae 3rofy 3aMOBHHUKY Ha
00poOKy, HAKOTTMYEHHsI Ta 30epiraHHs NEepPCOHANbHUX JIaHUX BukoHaBI, sKi
30KpeMa MICTAThCS Y TEKCTI I[bOoro Jlorosopy, ajie He 0OMEXYIOThCS HUM, 3
MeTO0 3a0e3MeueHHs peaiizallii npaB Ta 000B’s3KiB, BU3HAYEHUX Y L[LOMY
JloroBopi, 3 MeTor 3a0e3leueHHs] peajizaiii IUBUIBHO-TIPABOBUX,
roCrnoAapCchKo-NPaBOBUX, aJMIHICTPAaTUBHO-TIPABOBUX, IOAATKOBHX Ta
BITHOCHH Yy cdepl OyXraiaTepchbkoro OOMIKY Ta ayauTy, 30KpeMa, ajie He
OOMEXYIOUMCh ~ HAaCTYIHUM: TIPOBEJCHHS PpO3pPaxyHKIB,  3/A1MCHEHHS
OyXTrajiTepCchKOro OOJIKYy, HaJICHJIAaHHS KOPECIOHICHIII1, i, MOB’sI3aHUX 13
3aXMCTOM MOPYIIEHUX 200 OCIIOPIOBAHUX MPAB Ta IHTEPECIB CTOPOHU 32 IIUM

OTOBOPOM.
% BUTIAJKaX, He mnepenbayeHux uuM JloroBopom, CTOPOHH KepyIOThCS
YUHHUM 3aKOHOJaBCTBOM Y KpaiHU.

12. PEKBI3UTHU TA TIIAITUCHUA CTOPIH.



BUKOHABEIlb:
3AMOBHUK:

MII
MII

WorkEmirates LLC

Anastasiya Fartushna Esplanadna
St, 20, 622 office
Kyiv, 01023Ukraine
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INVOICE

Bill To: Invoice# INV-12
Invoice Date  Feb 15, 2022

Mandarin Oriental

Jumeirah Beach Rd, 1 Due Date Feb 17,2022
Dubai, 62092

United Arab Emirates



Iltem Description

Hospitality recruitment services

Notes

It was great doing business with you.

Terms & Conditions

Please make the payment by the due date.

Qty Rate

¥ 830

Sub Total

Sales Tax (18%)

TOTAL

Amount

5810.00

5810.00

1045.80

$6855.80

74



APPENDICES B

Financial statement of WorkEmirates LLC, 2017 — 2021 years

75

Indicator 2017 | 2018 | 2019 | 2020 2021
Net income from sa_les of products 3204 4845 15253 16109 | 6390
(goods, works, services)
Cost_ of goods sold (goods, works, 2609 |-3593 |-3838 | -4684 |-4853
services)
Gross:
profit 596 1252 | 1364 | 1426 | 1537
loss > . < =
Other operating income 56 88 54 86 90
Administrative expenses -66 -185 | -247 | -319 -322
Selling expenses -157 -295 | -328 | -418 -432
Other operating expenses -264 -242 | -262 | -150 -153
Financial result from operating
activities:
profit 164 618 581 625 721
loss ) \ ) i
Income from equity participation ] : \ \
tli\\))((penses (income) from income .30 111 106|112 1130
Net financial result: profit 122,5 502,7 [459,3 |491,4 |566,1
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APPENDICES C
Balance Sheet (Statement of Financial Position), 2017 — 2021

I\ Fixed agsels CL(;S‘; 2017 2018 2019 2020 2021
Intangible 100 655 797 1054 2972 8979
assets: 0
initial value 100 2156 2868 8186 10812 15012
1
accumulated | 100 1501 2071 7132 7840 -6033
depreciation |2
Incomplete 100 0 576 58 1577 35811
capital 5
investments
Fixed assets: | 101 94759 87292 84438 10017 2758410
0 1
initial value 101 19343 19829 20678 23199 2758410
1 9 0 7 1
depreciation | 101 98680 11099 12234 13182 0
2 8 9 0
Investment 101 4242 3911 973 926 114552
Property: 9)
initial value 101 0 0 1671 1671 0
6
depreciation | 101 0 0 698 745 0
7
Long-term 102 94384 76865 0 0 0
assets: 0
initial value 102 0 0 0 0 0
1
accumulated | 102 0 0 0 0 0
depreciation |2
Long-term 103 0 0 43797 53901 0
financial 0 8 4
investments:
that records
under the
equity
method other
enterprises
other 103 0 0 0 0 653
financial 5
Investments




Continuation of Appendices C

77

Long-term 1040 0 0 0 0 0
receivables
Deferred tax | 1045 44127 53161 0 0 0
assets
Goodwill 1050 0 0 0 0 0
deferred 1060 0 0 0 0 0
acquisition costs
Balance in | 1065 0 0 0 0 0
centralized
insurance
reserve funds
Other fixed | 1090 0 0 0 0 0
assets
Total for Section | 1095 238167 222602 524501 644660 2918405
I

. Current

assets
Inventories 1100 516340 673823 675405 835741 26676
Inventories 1101 0 0 47948 60559 0
Unfinished 1102 0 0 586956 632441 0
production
final product 1103 0 0 39886 51150 0
merchandises 1104 0 0 615 91591 0
Current assets 1110 0 0 0 0 0
Reinsurance 1515 0 0 0 0 0
deposits
Promissory 1120 0 0 0 0 0
notes received
Accounts 1125 | 218206 348488 374004 428208 36420
receivable for
products, goods,
works, services
Accounts 1130 | 6196 4664 2808 4015 8760
receivable by
calculation:

for advances
paid
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Continuation of Appendices C

with a budget | 1135 | 850 25871 3857 4148 8877
including 1136 | 847 0 0 0 1192
income tax

from accrued | 1140 | O 0 0 0 0
income

from internal | 1145 | 0 0 490011 | 211584 | 110932
calculations

Other current | 1155 | 755 12180 11886 139576 | 2974
receivables

Current 1160 | O 0 0 0 0
financial

investments

Money and | 1165 | 1712 2549 284 21684 703
cash

equivalents

Cash 1166 | 0 0 51 45 0
Bank accounts | 1167 |0 0 233 21639 0
Prepaid 1170 | 1588 0 246 240 489
expenses

The reinsurer's | 1180 | 0 0 0 0 0
share in

insurance

reserves

including in: 1181 | 0 0 0 0 0
long-term

liabilities

reserves

loss reserves or | 1182 | O 0 0 0 0
reserve for due

payments

reserves for {1183 | 0 0 0 0 0
unearned

premiums

other insurance | 1184 | 0 0 0 0 0
reserves

Other current | 1190 | 13408 72822 2605 3830 120
assets

Total for | 1195 | 759055 1140397 | 1561106 |1649026 | 195951

Section 11
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Continuation of Appendices C

I11. Non-current | 1200 | 3236 29248 1891 0 490
assets held for

sale and

disposal groups

Balance 1300 | 1000458 | 1392247 | 2087498 | 2293686 | 3114846
I. Equity

The registered | 1400 | 20327 20327 20327 20327 60000
capital

Contributionsto | 1401 |0 0 0 0 0
unregistered

authorized

capital

Capital in| 1405 | 4650 4650 4629 4609 1766214
revaluation

Additional 1410 | 1469 1421 4797 4093 2475
capital

Issue income 1411 |0 0 0 0 2475
Accumulated 1412 |0 0 0 0 0
exchange rate

differences

Reserve capital | 1415 | 27671 27671 27671 27671 0
Retained 1420 | 271043 | 469362 |468767 |499883 | 489046
earnings

(uncovered

loss)

Unpaid capital | 1425 |0 0 0 0 0
Withdrawn 1430 |0 0 0 0 0
capital

Other reserves | 1435 |0 0 0 0 -18582
Total for | 1495 | 325160 |523431 |526191 |556583 |2299153
Section |

Il. Long-term

liabilities and

ensuring

Deferred  tax | 1500 |0 0 0 0 385716
liabilities

Pension 1505 |0 0 0 0 25405
obligations

Long-term bank | 1510 | 205207 | 276809 |326659 |350972 |22766

credits
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Continuation of Appendices C

Other long-term | 1515 | 4072 0 200668 | 207135 | 1409
liabilities

Long-term ensuring {1520 |0 0 1771 1750 0
Long-term staff | 1521 |0 0 0 0 0
Ccosts

Targeted financing | 1525 | 10788 4819 0 0 0
Charity 1526 |0 0 0 0 0
Insurance reserves, | 1530 |0 0 0 0 0
including:

reserve for long-|1531 |0 0 0 0 0
term liabilities; (At

the beginning of the

reporting period)

loss reserve or due|1532 |0 0 0 0 0
payments  reserve;

(At the beginning of

the reporting period)

reserve for unearned | 1533 |0 0 0 0 0
premiums; (At the

beginning of the

reporting period)

other insurance | 1534 |0 0 0 0 0
reserves; (At the

beginning of the

reporting period)

Investment 1535 |0 0 0 0 0
contracts;

Prize fund 1540 |0 0 0 0 0
Reserve for jackpot | 1545 |0 0 0 0 0
payout

Total for Section Il | 1595 | 220067 | 281628 |529098 | 559857 | 435296
1. Current

liabilities and

ensuring

Short-term bank | 1600 |0 20000 19794 |0 61465
credits

Promissory  notes | 1605 | 89283 32365 0 0 0
issued

Current  accounts | 1610 |0 177124 |0 0 96862

payable
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Continuation of Appendices C

for the long term

obligations

for goods and|1615 |193306 |211902 133660 | 419585 | 120464
services

for payments to |1620 |25947 22550 25570 24286 | 7422
budget

including income | 1621 |0 0 0 0 2548
tax

for insurance | 1625 | 3158 2878 572 498 11912
payments

for payments of|1630 |3284 3262 1528 1433 7766
wages

on received | 1635 | 351 634 839 39 52
advances

according to| 1640 |0 0 0 0 0
calculations  with

participants

from internal | 1645 |0 0 728069 | 608982 | 3772
calculations

for insurance | 1650 |0 0 0 0 0
activities

Current ensuring 1660 | 2886 2991 0 0 10167
Deferred income 1665 |0 0 0 0 0
Deferred 1670 |0 0 0 0 0
commission

income from

reinsurers

Other current | 1690 | 137015 | 113482 122177 122423 | 57967
liabilities

Total for Section | 1695 |455230 |587188 1032209 | 117724 | 380397
II1 6

V. Liabilities | 1700 |0 0 0 0 0
related to non-

current assets held

for sale and

disposal groups

V. Net asset value | 1800 |0 0 0 0 0
of a private pension

fund

Balance 1900 | 1000458 | 1392247 | 2087498 | 229368 | 3114846
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